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This study builds on the small but growing body of research examining the antecedents 
and effects of burnout on police and corrections officers. A review of the extant literature on 
burnout in general and on the literature exploring police and correctional officer burnout in 
particular identified several variables that contribute to the social-psychological condition of 
burnout. The variables identified in the literature review were grouped according to biographical 
factors (gender, race/ethnicity, and age), biographical stressors (marital status and level of 
education), organizational factors (occupational field, agency size, tenure, and rank), workplace 
stressors (recent promotions, transfers or discipline, and perceptions of fairness in promotions, 
discipline, and transfers), or life-event stressors.  
This study utilized the Maslach Burnout Inventory-General Survey (MBI-GS) to assess 
burnout. The Social Readjustment Rating Scale (SRRS) developed by Holmes and Rahe (1996) 
was used to identify life-event stressors. The sample for this study was drawn from police and 
correctional officers attending professional development training at a regional criminal justice 
training center in Central Florida. Of the 577 students surveyed, 417 remained in the sample after 
duplicates were eliminated. A multi-stage analysis, which included analysis of variance 
(ANOVA), independent sample t-tests, and ordinary least squared techniques (OLS), was 
conducted to explore the influences of different correlates of burnout on police and correctional 
officers.  
Multiple one-way ANOVA models and independent sample t-tests were run first, 
followed by several stages of multiple regression analysis. In the initial OLS regression models, 
only the variables for biographical factors, biographical stressors, and occupational factors were 
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entered in the models. In following stage, workplace stressors were added to the regression 
models, followed by the addition of life-event stressors into the final regression models.  
The correlates of burnout found to be most significant included race/ethnicity, agency 
size, and perceptions of fairness in promotions and discipline. Of the correlates that were 
significant, race/ethnicity and perceptions of fairness were the most noteworthy, since the data 
indicated White/Caucasian officers experienced greater levels of burnout than minority officers, 
a finding that appeared related to an officer’s perceptions of fairness in promotions and 
discipline. In addition, a statistically significant difference in professional efficacy scores was 
detected between officers from smaller agencies (99 officers or fewer) and officers from the 
largest agencies (1,000 officers or more).  
The findings from this study seem to suggest that burnout may be influenced by 
perceptions of fairness in promotional and disciplinary processes, which may be confounded by 
an officer’s race/ethnicity. To address this matter, police and correctional agency administrators 
might want to consider designing promotional and disciplinary procedures that stress 
transparency and emphasize merit-based outcomes rather than equality-based outcomes. With 
regard to agency size, administrators from small agencies should consider steps that make the job 






I thank my committee for their hard work and patience during this very long process. I 
am especially grateful to Dr. Holmes for his guidance, helpful advice, and the recommendation 
for my dissertation topic. Moreover, I am thankful for Dr. Holmes’ assistance with developing 
my research methods, conducting my statistical analysis, and interpreting my results. I also 
convey my thanks to Dr. Adams for his straightforward critique of my prospectus and helpful 
suggestions for improving it. Without a doubt, the feedback I received from Dr. Adams made my 
dissertation remarkably better. In addition, I express my gratitude to Dr. Goltz for his ongoing 
support, guidance, and cheerleading. Dr. Goltz, without a doubt, was a great advocate on my 
behalf and provided me with immeasurable moral support throughout this entire process, as well 
as serving as a willing reviewer of multiple drafts of my dissertation. Of my remaining 
committee members, I thank Dr. Wolf and Dr. Addelston for their support and guidance along 
the way. Overall, I learned a lot from all of you.  
Above all else, I thank my family for their support. Most notably, my wife, Sarah, 
deserves recognition and appreciation for her continued show of love, emotional support, and 
patience as I spent countless hours, days, months, and years agonizing and working towards this 
accomplishment. In addition, I thank my mom, Marcy, my in-laws, Murry and Lynn, and close 
friends, Dave Fontana and Dave Heffernan, who all provided much needed moral support along 
the way. Finally, I thank my two beautiful boys, Caleb and Jacob, for providing me with the 





TABLE OF CONTENTS 
LIST OF FIGURES ....................................................................................................................... ix 
LIST OF TABLES .......................................................................................................................... x 
CHAPTER 1: FRAMING THE PROBLEM .................................................................................. 1 
The Problem: Rationale for the Study ........................................................................................ 5 
Hypotheses to Be Investigated .................................................................................................... 6 
Summary and Organization of the Study .................................................................................... 9 
CHAPTER 2: LITERATURE REVIEW ...................................................................................... 11 
Burnout: Framing the Problem ................................................................................................. 11 
The Dimensions of Burnout ...................................................................................................... 13 
Correlates for Burnout and Stress ............................................................................................. 15 
Biographical Factors and Burnout ........................................................................................ 15 
Biographical Stressors and Burnout ...................................................................................... 19 
Occupational Factors and Burnout ........................................................................................ 21 
Workplace Stressors and Burnout ......................................................................................... 24 
Life-Events Stressors and Burnout ....................................................................................... 28 
Chapter 2 Summary .................................................................................................................. 31 
CHAPTER 3: RESEARCH DESIGN ........................................................................................... 32 
Research Methodology ............................................................................................................. 32 
Specific Procedures ................................................................................................................... 33 
Unit of Analysis and Research Sample ..................................................................................... 34 
Instrumentation ......................................................................................................................... 35 
Reliability and Validity of the MBI .......................................................................................... 36 
Data Collection ......................................................................................................................... 37 
Treatment of the Data ............................................................................................................... 38 
Response Rates ......................................................................................................................... 42 
The Research Sample vs. the Population .................................................................................. 43 
Police Officers ...................................................................................................................... 43 
Corrections Officers .............................................................................................................. 47 
Descriptive Statistics and Analysis ........................................................................................... 50 
Burnout Scores ...................................................................................................................... 50 
Biographical Factors ............................................................................................................. 51 
vii 
 
Biographical Stressors .......................................................................................................... 52 
Organizational Factors .......................................................................................................... 54 
Workplace Stressors .............................................................................................................. 55 
Life-Event Stressors .............................................................................................................. 58 
Burnout Model Reliability Analysis ......................................................................................... 60 
Chapter 3 Summary .................................................................................................................. 61 
CHAPTER 4: DATA ANALYSIS ............................................................................................... 63 
Methods of Analysis ................................................................................................................. 63 
Stage 1: One-Way ANOVA ..................................................................................................... 65 
Emotional Exhaustion ............................................................................................................... 67 
Discussion of Emotional Exhaustion ANOVA Test Results ................................................ 67 
Discussion of Post-Hoc Test Results .................................................................................... 70 
Cynicism ................................................................................................................................... 76 
Discussion of Cynicism ANOVA Test Results .................................................................... 76 
Discussion of Post-Hoc Test Results .................................................................................... 79 
Professional Efficacy ................................................................................................................ 84 
Discussion of Professional Efficacy ANOVA Test Results ................................................. 84 
Discussion of Post-Hoc Test Results .................................................................................... 87 
Stage 2: Regression Analysis—Biographical Variables, Biographical Stressors, and 
Occupational Stressors .................................................................................................. 93 
Stage 2 Regression Model Summaries ................................................................................. 95 
Stage 2 Regression Model—Emotional Exhaustion (Emotional and Cognitive  
Distancing of One’s Self From Work.) ..................................................................... 96 
Stage 2 Regression Model—Cynicism (Indifferent Attitude Towards Work) ..................... 98 
Stage 2 Regression Model—Professional Efficacy (Feeling of Competence and  
Successful Achievement) ........................................................................................ 101 
Stage 3: Regression Analysis—Biographical Variables, Biographical Stressors,  
Occupational Stressors, With Workplace Stressors .................................................... 103 
Stage 3 Regression Model Summaries ............................................................................... 103 
Stage 3 Regression Model—Emotional Exhaustion (Emotional and Cognitive  
Distancing of One’s Self From Work) .................................................................... 105 
Stage 3 Regression Model—Cynicism (Indifferent Attitude Towards Work) ................... 108 
Stage 3 Regression Model—Professional Efficacy (Feeling of Competence and  
Successful Achievement) ........................................................................................ 111 
viii 
 
Stage 4: Regression Analysis—Biographical Variables, Biographical Stressors, Occupational 
Stressors, With Workplace Stressors and Selected Life-Event Stressors ................... 114 
Stage 4 Regression Model Summaries ............................................................................... 114 
Stage 4 Regression Model 1—Emotional Exhaustion (Emotional and Cognitive  
Distancing of One’s Self From Work) .................................................................... 115 
Stage 4 Regression Model 2—Cynicism (Indifferent Attitude Towards One’s Work) ...... 119 
Stage 4 Regression Model 3—Professional Efficacy (Feelings of Competence and 
Successful Achievement) ........................................................................................ 121 
Chapter Summary and Hypothesis Tests ................................................................................ 124 
Hypothesis 1 ........................................................................................................................ 126 
Hypothesis 2 ........................................................................................................................ 127 
Hypothesis 3 ........................................................................................................................ 128 
Hypothesis 4 ........................................................................................................................ 130 
Hypothesis 5 ........................................................................................................................ 132 
CHAPTER 5: CONCLUSION AND IMPLICATIONS ............................................................ 134 
Discussion of Findings ............................................................................................................ 134 
Biographical Factors ........................................................................................................... 134 
Biographical Stressors ........................................................................................................ 136 
Organizational Factors ........................................................................................................ 139 
Workplace Stressors ............................................................................................................ 142 
Life-Event Stressors ............................................................................................................ 146 
Limitations of This Study ....................................................................................................... 147 
Implications ............................................................................................................................ 149 
Implications for Professional Practice and Decision Making ................................................. 150 
Implications for Future Research ............................................................................................ 152 
Summary ................................................................................................................................. 155 
APPENDIX A: SURVEY INSTRUMENT ................................................................................ 158 
APPENDIX B: IRB APPROVAL, VALENCIA COMMUNITY COLLEGE .......................... 169 
APPENDIX C: IRB APPROVAL, UNIVERSITY OF CENTRAL FLORIDA ........................ 171 
APPENDIX D: MASLACH BURNOUT INVENTORY RESEARCH PERMISSION  
REQUEST FORM AND AGREEMENT ............................................................................. 173 
APPENDIX E: MASLACH BURNOUT INVENTORY RESEARCH PERMISSION  
PAID INVOICE .................................................................................................................... 176 
REFERENCES ........................................................................................................................... 178 
ix 
 
LIST OF FIGURES 




LIST OF TABLES 
Table 1: Composite Index Scoring Indicating High Levels of Burnout ....................................... 36 
Table 2: Stage 2—Regression Model Dependent and Independent Variables ............................. 39 
Table 3: Stage 3—Regression Model With Workplace Stressors ................................................ 40 
Table 4: Stage 4—Final Regression Model With Life Event Stressors ........................................ 41 
Table 5: Response Rate ................................................................................................................. 42 
Table 6: Descriptive Statistics—Police Officer Research Sample and Population ...................... 44 
Table 7: Descriptive Statistics—Corrections Officer Research Sample and Population ............. 48 
Table 8: Comparison of Original and Transformed Mean Burnout Score ................................... 51 
Table 9: Biographical Factors—Mean Burnout Scores ................................................................ 52 
Table 10: Biographical Stressors—Mean Burnout Scores ........................................................... 53 
Table 11: Organizational Factors—Mean Burnout Scores ........................................................... 54 
Table 12: Workplace Stressors—Mean Burnout Scores for Recent Promotions, Discipline, and 
Transfers ........................................................................................................................ 57 
Table 13: Workplace Stressors—Mean Burnout Scores for Perceptions of Fairness in 
Promotions, Discipline, and Transfers .......................................................................... 58 
Table 14: Life-Event Stressors—Mean Burnout Scores for Recent Promotions, Discipline, and 
Transfers ........................................................................................................................ 59 
Table 15: Cronbach's Alpha of MBI Norming Sample and Research Sample ............................. 60 
Table 16: Comparison of Original and Transformed Mean Burnout Scores ................................ 66 
Table 17: Emotional Exhaustion—Stage 1 Statistical Models ..................................................... 68 
Table 18 : Post Hoc Comparisons—Emotional Exhaustion and Tenure ...................................... 71 
Table 19: Post Hoc Comparisons—Emotional Exhaustion and Rank .......................................... 73 
Table 20: Post-Hoc Comparisons—Emotional Exhaustion and Promotional Fairness ................ 74 
Table 21: Post-Hoc Comparisons—Emotional Exhaustion and Discipline Fairness ................... 75 
Table 22: Post-Hoc Comparisons—Emotional Exhaustion and Transfer Fairness ...................... 75 
Table 23: Cynicism Efficacy—Stage 1 Statistical Models ........................................................... 77 
Table 24: Post-Hoc Comparisons—Cynicism and Race/Ethnicity .............................................. 80 
Table 25: Post Hoc Comparisons—Cynicism and Tenure ........................................................... 81 
Table 26: Post-Hoc Comparisons—Cynicism and Promotional Fairness .................................... 82 
Table 27: Post-Hoc Comparisons—Cynicism and Discipline Fairness ....................................... 83 
Table 28: Post-Hoc Comparisons—Cynicism and Transfer Fairness .......................................... 84 
Table 29: Professional Efficacy—Stage 1 Statistical Models ...................................................... 85 
xi 
 
Table 30: Post-Hoc Comparisons—Professional Efficacy and Race/Ethnicity ........................... 89 
Table 31: Post Hoc Comparisons—Professional Efficacy and Agency Size ............................... 90 
Table 32: Post-Hoc Comparisons—Professional Efficacy and Promotional Fairness ................. 91 
Table 33: Post-Hoc Comparisons—Professional Efficacy and Discipline Fairness .................... 92 
Table 34: Post-Hoc Comparisons—Professional Efficacy and Transfer Fairness ....................... 93 
Table 35: Stage 2 Regression Model Summaries ......................................................................... 95 
Table 36 : Stage 2 Multiple Regression Model 1—Emotional Exhaustion .................................. 97 
Table 37: Stage 2 Multiple Regression Model 2—Cynicism ..................................................... 100 
Table 38: Stage 2 Multiple Regression Model 3—Professional Efficacy .................................. 102 
Table 39: Stage 3 Regression Model Summaries ....................................................................... 104 
Table 40: Stage 3 Regression Model 1—Emotional Exhaustion................................................ 106 
Table 41: Stage 3 Regression Model 2—Cynicism .................................................................... 110 
Table 42: Stage 3 Regression Model 3—Professional Efficacy ................................................. 112 
Table 43: Stage 4 Regression Model Summaries ....................................................................... 115 
Table 44: Stage 4 Regression Model 1—Emotional Exhaustion................................................ 117 
Table 45: Stage 4 Regression Model 2—Cynicism .................................................................... 120 





CHAPTER 1: FRAMING THE PROBLEM 
Burnout has been studied in several different professions, such as secondary education 
(Byrne, 1994), social services (Maslach, 1978a), medicine (Maslach & Jackson, 1984), mental 
health (Figley, 1995), law enforcement (Maslach & Jackson, 1979), and corrections (Rogers, 
1991; Whitehead, 1985). Burnout has become generally accepted as the end product of common 
workplace stressors (Martinussen, Richardson, & Burke, 2007). However, the anecdotal nature 
of the condition made it difficult to determine its causes and effects on people, much less 
formulate treatments.  
Beginning in the late 1970s, ground-breaking work by Freudenberger (1975) labeled the 
condition as burnout, which he compared to the effects of chronic drug abuse (Maslach, 
Schaufeli, & Leiter, 2001). Around the same time, Maslach, through interviews with different 
human services professionals, identified burnout as a coping mechanism and recognized that it 
had ramifications on people’s professional identities and job behaviors (Maslach et al., 2001). By 
the 1980s, efforts had been directed towards developing empirical means for studying burnout to 
determine its causes and effects, to development models for assessing it in individuals, and to 
identify ways to prevent and treat this condition. Despite improved research methods, many of 
the studies were limited due to correlations derived from self-report and cross-sectional data 
(Byrne, 1999).  Not surprising, the limitations of previous research led to several different 
theoretical frameworks for both conceptualizing and understanding the burnout phenomena. The 
extant literature identifies three conceptual frameworks for understanding burnout: the clinical 
approach pioneered by Freudenberger (1975), an organizational perspective presented by 
2 
 
Cherniss (1980), and a social-psychological approach exemplified by Maslach and other 
researchers such as Pines, Jackson, and Leiter (as cited in Byrne, 1999; Farber, 1991).  
In what is considered to be a pioneering study on burnout, Maslach and Jackson (1979) 
conducted one of the first studies of burnout among police officers. In the study of 142 police 
officers and their wives using the MBI, Maslach and Jackson found that officers experiencing 
burnout scored higher on emotional exhaustion and depersonalization and lower on personal 
accomplishment than officers not experiencing burnout. Officers who reported higher emotional 
exhaustion and depersonalization scores reported that they were more distant from their families 
and perceived themselves as more distant from their children. Officers experiencing burnout also 
reported that they drank more to cope with stress, had sleeping problems, and had fewer friends. 
In addition, officers who recorded low personal-accomplishment scores reported taking 
tranquilizers to cope with their job and deal with the stressors in the workplace.  
The research conducted by Maslach and Jackson (1979) brought attention to a 
phenomenon that had been experienced anecdotally but for which the causes were not yet fully 
understood by practitioners and researchers in the mental-health fields. Early studies focused on 
caregiving and service occupations but eventually expanded to include police and corrections 
officers. This new direction in burnout research made intuitive sense, because police work was 
generally regarded as stressful, though some studies have since suggested that police work is no 
more stressful than other occupations (Pendleton, Stotland, Spiers, & Krisch, 1989) and that 
police seem psychologically well adapted compared to other occupational groups (Hart, 
Wearing, & Heady, 1995).  
Still, stress is a common experience that affects everyone, but police and corrections 
officers face stressors unique to their work and organizational environments. According to Hans 
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Selye, a respected expert on this subject, stress is anything that demands some form of 
adjustment from a person (Carlson, Anson, & Thomas, 2003). More specifically, Selye added 
that stress is, “the body’s nonspecific response to any demand placed on it” (Selye, 1974, p. 60). 
Stress comes in two forms: eustress, which is considered good stress, such as the type of stress 
experienced by a person who accomplishes something worthwhile, and distress, which is 
considered harmful and can lead to negative emotions and health outcomes. Distress is the form 
of stress frequently associated with police and corrections work, and it can be acute and result 
from strenuous and spontaneous events, such as a domestic dispute or a use-of-force situation. 
Stress can also be chronic and subtle and can result from stressors that arise out of routine day-
to-day experiences. Burnout, being a specific type of stressor, is distinguishable from stress in 
that it develops out of a response to chronic work demands (O’Driscoll & Brough, 2003; 
Schaufeli & Enzmann, 1998).  
Dating back to Maslach and Jackson’s seminal study of police burnout (1979), various 
studies have looked into the causes of police stress and burnout. Golembiewski and Kim (1990), 
Golembieski, Sun, Lin, and Boudreau (1995), and Burke (1994, 1997) examined possible 
antecedents to burnout and concluded that burnout was related to chronic stressors associated 
with organizational factors (Kop, Euwema, & Schaufeli, 1999). Most studies on the sources of 
police stress have focused on two areas: organizational practices and the inherent nature of 
police work (Martelli, Waters, & Martelli, 1989; Spielberger, Westberry, Grier, & Greerfield, 
1981). Of the two, organizational practices are generally considered the more prominent source 
of stress (Graf, 1986; Grier, 1982; Martelli et al., 1989; Norvelle, Belles, & Hills, 1988; Reiser, 
1974; Violanti & Aron, 1993).  
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The consequences of psychological burnout are serious. Psychological burnout has been 
associated with depression, health problems (such as heart and circulatory conditions and self-
reported cold and flu episodes), and substance abuse (Cherniss, 1992; Demerouti, Bakker, 
Nachreiner, & Ebbinghaus, 2002). Psychological burnout has also been found to decrease marital 
satisfaction and increase family stress (Jackson & Maslach, 1982; Schaufeli & Enzmann, 1998).  
In the workplace, burnout has been associated with poor work-related attitudes. For 
example, Lee and Ashforth (1996) reported that job satisfaction was negatively correlated with 
each of the dimensions of burnout, with low job satisfaction scores correlating to high levels of 
burnout. Still other studies have reported that organizational commitment and an employee’s 
expressed intention to quit have been consistently correlated to high levels of burnout (Bakker, 
Demerouti, de Boer & Schaufeli, 2003; Cropanzano, Rupp, & Byrne, 2003; Llorens, Bakker, 
Schaufeli, & Salanova, 2006).  
In addition to poor work attitudes, psychological burnout has been associated with 
negative organizational outcomes, such as high levels of absenteeism, low levels of 
organizational citizenship and serving behavior, low motivation to learn and poor learning 
behavior, job search behaviors, and high employee turnover (Bakker, Demerouti, de Boer et al., 
2003; Cropanzano et al., 2003; Jackson, Schuler, & Schwab, 1986; LePine, LePine, & Jackson, 
2004; Wright & Cropanzano, 1998). In addition, other studies have suggested that burnout leads 
to poor job performance (Bakker, Demerouti, Taris, Schaufeli, & Schreurs, 2003; Cropanzano et 
al., 2003; Wright & Cropanzano, 1998).  
In police work, burnout has been associated with organizational characteristics, such as 
organizational size, promotional opportunities, pay inequities, rule inflexibility, and staff 
shortages (Burke, 1993; Burke & Mikkelsen, 2006; Gaines & Jermier, 1983; Kohan & 
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Mazmanian, 2003; Kop & Euwema, 2001; Violanti and Paton, 1999). Moreover, burnout has 
been linked to negative police performance behaviors, specifically violent behavior by police 
officers in their use of force (Kop & Euwema, 1998; Kop et al., 1999).  
The Problem: Rationale for the Study 
This study built on the small but growing body of research examining the antecedents and 
effects of burnout on police and corrections officers.  
Police and corrections officers are susceptible to burnout due to stresses inherent in their 
respective jobs and because of organizational factors that tightly manage personal development. 
As described by Hans Selye, stress is “the body’s nonspecific response to any demand placed on 
it” (Selye, 1974, p. 60). Consequently, stress can be both good and bad. Burnout, being a specific 
type of stressor, is distinguishable from stress in that it develops out of a response to chronic 
work demands (O’Driscoll & Brough, 2003; Schaufeli & Enzmann, 1998).  
This study added to the current body of research in several important ways. First, past 
studies on police and corrections officer have not looked at the effects of race/ethnicity on 
burnout. This study examined burnout across a broader range of race/ethnic categories. Second, 
this study examined the effects of perceptions of fairness on burnout, particularly perceptions of 
fairness towards discipline, promotion, and transfers. This was an important area of study 
because it was suggested that if employees’ investments are not proportional to the returns they 
receive from their work relationship (i.e., promotions and transfers), burnout could develop 
(Schaufeli & Greenglass, 2001). Third, this study examined organizational characteristics, such 
as occupational type (i.e., police and correctional officers) and agency size, to assess the effects 
of those variables on burnout. Agency size was of particular interest since it was suggested that 
6 
 
officers from smaller agencies experience greater job satisfaction than officers from larger 
agencies (Dantzker, 1997; Idson, 1990; Talarico & Swanson, 1980), which implied officers from 
smaller agencies were less vulnerable to burnout.  
This research is important for police and correctional administrators because a growing 
percentage of their workforce is entering into the occupations with a higher level of education 
than past generations. For example, a study by the Bureau of Justice Statistics (BJS) revealed 
that the percentage of police officers employed by a department with at least some college 
education was 32% in 2000, which was up from 10% in 1990 (Hickman & Reaves, 2003). 
Among college educated police officers, it has been suggested that positive perceptions toward 
the job will decline if an organization’s values and characteristics fail to live up to an employee’s 
expectations (Jones, Jones, & Prenzler, 2005). College educated officers may enter into 
occupations where their education exceeds the functional qualifications of the job, which may 
create a problem for administrators if the job fails to meet an employee’s expectations. When 
those aspirations and expectations are not met by the job, some workers may experience 
dissatisfaction (Rogers, 1991). In other words, officers with higher levels of education are more 
susceptible to experiencing emotional exhaustion, cynicism, and a loss of personal 
accomplishment than their less educated counterparts. As a potential policy implication, police 
and correction administrators may want to explore ways to make the job more rewarding for a 
more demanding and higher educated workforce. 
Hypotheses to Be Investigated 
There are several research hypotheses: 
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 H01: Biographical factors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
 Ha1: Biographical factors will not have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy. 
 H02: Biographical stressors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy. 
 Ha2: Biographical stressors will not have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy. 
 H03: Occupational factors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy. 
 Ha3: Occupational factors will not have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy. 
 H04: Workplace stressors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
 Ha4: Workplace stressors will not have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
 H05: Life-event stressors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
 Ha5: Life-event stressors will not have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
A multi-stage analysis was conducted to explore the effect biographical factors, 
biographical stressors, occupational factors, workplace stressors, and life-event stressors had on 
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burnout scores for police and corrections officers. During the first stage of analysis, multiple 
one-way ANOVA models were run on each of the three dimensions of burnout to compare 
variability of mean burnout scores between different groups and within groups based on the 
influence of biographical factors (gender, race/ethnicity, and age), biographical stressors (marital 
status and level of education), occupational factors (primary occupational field, agency size, 
tenure, and rank), and workplace stressors (recent promotion, discipline, and transfers and 
perceptions of fairness in promotions, discipline, and transfers). T-tests were used to assess 
differences in mean burnout scores for workplace stressors on experiences with recent 
promotions, discipline, and transfers. If a significant difference was identified on any of the one-
way ANOVA models, a Tukey post hoc comparison was made to detect where the significant 
difference occurred.  
Following stage 1, a second stage of analysis was conducted using multiple regression 
analysis. Multiple regression analysis was selected to explore the relationship between a 
continuous dependent variable (burnout scores) and multiple independent variables. Multiple 
regression analysis is particularly useful because it describes the predictive ability of the model 
and lists the relative contribution of each individual variable in the model while controlling for 
additional variables. In the second stage, three separate models were run exploring the 
relationship between the dimensions of burnout and the various biographical factors, 
biographical stressors, and occupational factors to determine if any significant effects discovered 
in the first stage remain statistically significant in the presence of other variables. The third stage 
built on the previous regression models by adding workplace stressor variables (recent 
promotion, transfer and discipline, and perceptions of fairness in promotion, transfer and 
discipline) to assess the cumulative and individual level contributions those variables had on 
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burnout scores and to determine if any effects detected earlier were spurious or the result of some 
other organizational or individual level stressors as indentified in the extant literature. In the 
fourth stage, life-event stressors (death of a spouse; recent divorce; recent marriage; change in 
financial state; change in health of a family member; change in number of arguments with 
spouse; change in work hours, sleep hours, and eating habits) were added to the final regression 
model to test for the interaction effects and to make sure that the relationships confirmed in 
earlier stages were real and not the result of a spurious relationship or some other organizational 
or individual level stressors as indentified in the extant literature.  
Summary and Organization of the Study 
In Chapter 1, a brief history of burnout research was presented, followed by a discussion 
of the importance of studying the effects of burnout on police and corrections officers. In 
particular, it was noted that due to the inherent nature of the job, police and corrections officers 
are especially susceptible to burnout, which poses a problem for officers at the individual level 
and for the police and correctional administrators at the organizational level.  
This study added to the current body of research in several important ways because it 
examined the effects of race/ethnicity on burnout, which had not been sufficiently studied in the 
past. Second, this study examined the affects officers’ perceptions of fairness had on burnout, 
particularly perceptions of fairness towards discipline, promotion, and transfers. Issues of 
fairness and reciprocity in the workplace were of specific interest since it has been suggested that 
burnout occurs when there is a mismatch between an employee’s investments and workplace 
outcomes (Schaufeli & Greenglass, 2001). Last, this study examined organizational 
characteristics, such as occupational type (i.e., police and correctional officers) and agency size, 
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to assess the effects those variables had on burnout. Agency size was an important variable in 
this study since it has been suggested that officers from smaller agencies experience greater job 
satisfaction than officers from larger agencies (Dantzker, 1997; Idson, 1990; Talarico & 
Swanson, 1980), which implied officers from smaller agencies would be less vulnerable to 
burnout. In addition to the variables already described, other correlates of burnout indentified in 
the literature were evaluated to assess their effects on officer burnout.  
Several hypotheses were stated and were tested using various inferential statistical 
techniques. In the following chapters, a thorough review of the extant literature is conducted, 
followed by a description of the sample and research methods used for this study. Finally, a 
presentation of the results and a concluding discussion about the significance of the findings and 






CHAPTER 2: LITERATURE REVIEW 
The literature review for this study covers several areas. First, there is a review of extant 
literature on burnout and the instrument used to measure burnout. Next, there is a thorough 
review of the biographical factors (gender, age, and race/ethnicity) and biographical stressors 
(marital status and level of education) that have been found to influence burnout. In addition, 
organizational factors (i.e., occupation type, tenure, and agency size) workplace stressors 
(current rank, recent promotions, transfers, discipline and perceptions of fairness in promotions, 
transfers, and discipline) that have been found to either influence burnout or affect job 
satisfaction are reviewed. Last, several life-event stressors listed in the Social Readjustment 
Rating Scale (SRRS) developed by Holmes and Rahe (1967) that have been identified in the 
extant literature as potentially interacting with burnout or affecting negative emotional, social, or 
somatic outcomes associated with burnout are reviewed. The life-event variables that will be 
studied include the death of a spouse, recent divorce, recent marriage, change in financial state, 
change in health of a family member, change in the number of arguments with a spouse, change 
in hours worked, change in sleeping habits, and change in eating habits.  
Burnout: Framing the Problem 
Burnout is commonly associated with prolonged exposures to workplace stressors 
(Medland, Howard-Ruben, & Whitaker, 2004). The social-psychological framework examines 
the role stress plays in contributing to mental and emotional fatigue that leads to feelings of 
reduced accomplishment and detachment from the community (Byrne, 1999). Burnout has been 
found to be a negative psychological experience that occurs at the individual, group or 
organizational level (Schuler, 1980).  
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Maslach, who is considered a frontrunner in burnout research (Whitehead, 1985), defined 
burnout as a “syndrome of emotional exhaustion and cynicism that occurs frequently among 
individuals who do ‘people work’ of some kind” (Maslach & Jackson, 1981). Maslach (1978b) 
went on to further define burnout as  
the gradual loss of caring about the people they work with. Over time they find 
that they simply cannot sustain the kind of personal care and commitment called 
for in the personal encounters that are the essence of their job. (p. 56) 
In the past, burnout had been recognized by practitioners and social commentators, but it 
took years before the condition captured the attention of researchers (Maslach et al., 2001). 
Maslach et al. reported that initial scholarly interest simply attempted to give the phenomenon a 
name and show that it was a common condition within the workplace. Work by Freudenberger 
(1975) and Maslach (1976) focused on caregiving and service occupations because those 
professions focused on relationships between a provider and a recipient.  
According to Pines and Aronson (1988), human-services professionals are more 
vulnerable to burnout because they are sensitive, client focused, and faced with emotional and 
demanding circumstances. Because many human service professionals enter into their fields due 
to an intrinsic desire to make a difference in other people’s lives or to meet some existential 
quest for purpose in their own life (Elman & Dowd, 1997; Farber, 1991), they are more 
susceptible to burnout when their work experiences differ from their expectations (Farber, 2000). 
Consequently, it is reasonable to assume that burnout may contribute to high turnover rates 
among human-service professionals, including law enforcement professionals (Guerts, Schaufeli, 
& De Jonge, 1998).  
Burnout research in the 1970s was based largely on field observations and interviews, but 
research shifted towards a more empirical, systematic approach in the 1980s. Of particular 
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interest was the development of scales that could be used to assess burnout. During this time, 
Maslach and Jackson (1981) developed a scale with strong psychometric properties, referred to 
as the Maslach Burnout Inventory (MBI). This scale was designed specifically with human-
service workers in mind. Later, a second version was developed for education, referred to as the 
MBI-Educator’s Survey (MBI-ES). A third version, the MBI-General Survey (MBI-GS), was 
developed to be used by a wider variety of professions. The MBI-GS uses broader terms that 
place less emphasis on personal relationships. For example, in the MBI-GS, references to 
personal relationships in the emotional exhaustion dimensions were eliminated (Bakker, 
Demerouti, & Schaufeli, 2002). Consequently, Bakker et al. reported that the decreased emphasis 
on personal relationships resulted in a relabeling of depersonalization as cynicism. Bakker et al. 
added that the changes from depersonalization to cynicism represented the greatest change from 
the original MBI because the term referred to the work itself and not to people (Storm & 
Rothmann, 2003). In addition, Storm and Rothmann noted that the dimension of reduced 
personal accomplishment was relabeled as professional efficacy and expanded to include both 
social and nonsocial accomplishments at work.  
The Dimensions of Burnout 
The Maslach Burnout Inventory is designed to assess three dimensions of burnout: 
emotional exhaustion, depersonalization (cynicism), and lack of personal accomplishment 
(professional efficacy). The three dimensions are distinct but interrelated to varying degrees 
(Byrne, 1999). The MBI instrument used to assess these three dimensions was first developed by 
Maslach and Jackson in 1986 but was updated by Maslach, Jackson, and Leiter in 1996.  
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 Emotional exhaustion is the first dimension within the social-psychological framework of 
burnout. Simply stated, emotional exhaustion is a feeling of being overextended and 
exhausted with one’s work. Exhaustion is viewed as a reflection of the stress dimension 
of burnout that prompts protective action to distance oneself emotionally and cognitively 
from one’s work (Maslach et al., 2001).  
 Depersonalization/Cynicism is recognized as the second dimension of burnout, and it 
occurs when a professional takes a hardened, unfeeling approach toward the clients or 
work. With depersonalization, a helping professional develops a detached and uncaring 
attitude toward the client that typically includes irritation toward the job (Maslach, 1999). 
According to Maslach et al. (2001), depersonalization is a coping mechanism that 
changes the relationship between client and professional. Rather than viewing the client 
as a person, depersonalization allows the professional to view the client as an impersonal 
object of one’s job (Maslach et al., 2001). In the Maslach Burnout Inventory-General 
Survey, depersonalization is referred to as cynicism and reflects indifference towards 
work and not necessarily towards individuals or the people police officers serve (Storm & 
Rothmann, 2003).  
  Personal Accomplishment/Professional Efficacy relates to feelings of competence and 
successful achievement (Hawkins, 2001). Primarily, this dimension serves as an 
evaluation of self (Maslach, 1999, Maslach & Pines, 1977). Some researchers have 
suggested that lack of accomplishment is a function of emotional exhaustion and 
depersonalization (Byrne, 1999; Lee & Ashforth, 1996), but Leiter (1993) suggested that 
lack of accomplishment could evolve contiguously to and not linearly with the other 
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dimensions. Still, jobs with overwhelming demands contribute to exhaustion and 
cynicism and reduce one’s feelings of effectiveness.  
A composite score for burnout cannot be obtained from simply adding up the scores on 
the three dimensions (Maslach, Jackson, & Leiter, 1996). The dimensions, though interrelated, 
are viewed independent of one another. In fact, it is possible for an individual to score high for 
burnout on one dimension but not on the other two. Furthermore, Maslach et al. reported a strong 
relationship between emotional exhaustion and depersonalization regardless of organizational 
and occupational settings. Despite the sequential link between emotional exhaustion and 
depersonalization, reduced personal accomplishment is thought to develop separately due to 
variations in work environments (Leiter, 1993).  
Correlates for Burnout and Stress  
Biographical Factors and Burnout  
 Burnout and Gender 
Studies examining the relationship between gender and burnout have been mixed, but 
most studies generally show that women score higher on emotional exhaustion but lower on 
depersonalization than men (Schaufeli & Enzmann, 1998). Maslach et al. (2001) noted that men 
consistently score higher on cynicism (the equivalent of the depersonalization dimension in the 
MBI-General Survey) than women. One explanation for why women experience emotional 
exhaustion differently from men is because of sex-role–dependent stereotypes. Schaufeli and 
Enzmann (1998) suggested that the strains of balancing work and family responsibilities make 
women more vulnerable to emotional exhaustion than men due to larger workloads. Moreover, it 
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has been suggested that women tend to be more emotionally responsive than men, with men 
possessing more instrumental attitudes than women (Ogus, Greenglass, & Burke, 1990).  
Regarding police officers, Johnson (1991) found that female police officers scored high 
on emotional exhaustion, but males scored higher on depersonalization. Kop et al. (1999), in a 
study of Dutch police officers, however, did not find any differences between male and female 
officers on the three dimensions of burnout, though the general literature on burnout has reported 
that women tend to score higher on emotional exhaustion and lower on depersonalization than 
men (Schaufeli & Enzmann, 1998). In another study, Hawkins (2001) reported that female police 
officers had significantly lower scores for depersonalization, but no gender differences were 
detected for emotional exhaustion. McCarty and Garland (2007), in their study of burnout and 
stress among police officers in Baltimore, did not detect a significant difference between males 
and females for either stress or burnout.  
In a study of correctional officers, Carlson et al. (2003) reported women scored lower on 
personal accomplishment than men, indicating that women perceived a high level of personal 
accomplishment in the workplace (personal accomplishment scores are reversed order with high 
scores indicating low levels of personal accomplishment and low scores indicating high levels of 
professional accomplishment). Morgan, Van Haveren, and Pearson (2002) studied burnout 
among 250 correctional officers from a southwestern state department of corrections and 
reported that female corrections officer scored significantly lower than men on 
depersonalization, but found that differences were on the emotional exhaustion or personal 
accomplishment dimensions.  
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Burnout and Race/Ethnicity 
A review of the extant literature revealed a scarcity of studies focusing on the relationship 
between race/ethnicity and burnout. In the general literature on burnout, Satcher (2007), in a 
study of public rehabilitation counselors, reported that White counselors experienced more 
emotional exhaustion and depersonalization than African American counselors. Similarly, in a 
study of community treatment workers, Salyers and Bond (2001) reported that African American 
workers experienced significantly less emotional exhaustion and depersonalization than 
Caucasian workers.  
In a study of police officer burnout, Hawkins (2001) included race, but only using a 
single, binary variable, which limited the study’s ability to detect differences across a range of 
different race/ethnic categories. However, Hawkins reported that White officers scored higher on 
motional exhaustion and depersonalization than Black officers, indicating White officers 
reported higher levels of burnout on those two dimensions than Black officers. In a study 
examining job satisfaction, burnout, and racial perceptions of unfair treatment in police work, 
Dowler (2005) reported that Black police officers were more likely to feel criticized, be viewed 
as more militant, and have fewer negative and depressed feelings about the job. Similar to 
Hawkins (2001), Dowler used a binary variable to code officers as either Black or non-Black, 
limiting the study’s ability to detect differences across a broader range of race/ethnic categories. 
Moreover, Dowler (2005) did not use the MBI to assess the three dimensions of burnout. Morgan 
et al. (2002), in their study of correctional officers, reported that burnout scores did not differ 
across race or ethnicity, though the sample of 250 corrections officers included only 45 minority 
officers. In a larger study of police offices in Baltimore, McCarty and Garland (2007) reported 
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that African American females reported significantly higher levels of burnout than their White 
female peers.  
Burnout and Age 
Age has been found to be one of the most consistent predictors of burnout (Birch, 
Marchant, & Smith, 1986; Maslach et al., 2001; Mor & Laliberte, 1984; Poulin & Walter, 1993). 
Burnout is observed more frequently among younger workers than workers older than 30 or 40 
years (Schaufeli & Enzmann, 1998). It has been suggested that this negative relationship 
between burnout and age is the result of the reality shock of the job (Kunzel & Schulte, 1986) or 
unsuccessful occupational socialization (Cherniss, 1980). A caution noted in the literature about 
age is that age is confounded by work experience, meaning people are at greater risk for burnout 
earlier in their career (Maslach et al., 2001), a situation that can lead to the problem of survival 
bias. Survival bias occurs when young, burned out employees quit their job, leaving behind the 
survivors (older workers) who report lower burnout scores. According to Whitehead and 
Lindquist (1986), the development of better coping skills is a possible explanation for why older 
employees report lower burnout scores than younger employees. In two studies examining 
burnout among correctional officers, a relationship was reported between age and burnout. 
Whitehead and Lindquist reported that older workers reported lower burnout scores, whereas 
Morgan et al. (2002) found that age and level of education significantly contributed to a greater 
sense of personal accomplishment.  
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Biographical Stressors and Burnout 
 Marital Status 
The general literature on the relationship between burnout and marital status has reported 
that single people (mostly men) are more susceptible to burnout than married people and people 
who have been divorced (Maslach et al., 1996; Maslach et al., 2001). Conversely, in a study of 
police officers, Hawkins (2001) reported that married officers had significantly higher scores for 
emotional exhaustion than unmarried officers.  
 Level of Education 
The extant literature examining the relationship between burnout and education has been 
mixed. Some studies have reported that less educated employees are less vulnerable to burnout 
than employees with higher levels of education (Birch et al., 1986; Cash, 1988; Mor & Laliberte, 
1984), but Maslach et al. (2001) cautioned against drawing an association between education and 
burnout because other variables, such as occupation and status, confound the effect education has 
on burnout. In fact, Cannizzo and Liu (1995) reported in their study of police officers that 
officers without any college experienced higher levels of burnout than offices with a bachelor’s 
or associate’s degree. Still, it has been suggested that employees with higher levels of education 
have greater expectations, which may make them more susceptible to burnout than their less 
educated peers (Schaufeli & Enzmann, 1998). Moreover, other researchers have suggested that 
employees with more education seek out higher level positions, which places them at an 
increased risk for burnout (Maslach et al., 2001; Schaufeli & Enzmann, 1998).  
With the growing number of college-educated officers entering police work, it has 
become particularly important to study the impact college education has on job satisfaction and 
burnout. Lefkowitz (1974) found a correlation between attitude and job satisfaction and level of 
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education. Research by Griffen, Dunbar, and McGill (1978) concluded that job satisfaction 
increased with level of education as officers perceived greater control of their immediate 
environments. Other studies of police officers found correlations between level of education and 
job satisfaction (See Burke & Deszca, 1987; Buzawa, 1984: Halsted, 1985; Martelli et al., 1989; 
Regoli, Crank, & Culbertson, 1989). In a study of correctional officers, Rogers (1991) found that 
as educational level increased, so did the aspirations of correctional officers. College educated 
officers reported they felt less personal accomplishment, were more likely to express 
dissatisfaction with the pace of their career advancement, and were more likely to consider 
changing careers (Rogers, 1991).  
Building upon previous research investigating the effect level of education had on job 
satisfaction, Dantzker (1992) included level of education and years of experience as variables in 
his study of 468 officers from five police departments across Illinois, Texas, and California. 
Dantzker found that level of education had a positive effect on perceptions of job satisfaction up 
to five years of service. However, after five years of service, job satisfaction decreased as 
educational level increased.  
Rogers (1991) suggested that job dissatisfaction might occur when college educated 
officers enter into occupations where their education exceeds the functional qualifications of the 
job. According to Rogers, because formal education tends to raise expectations, when those 
aspirations and expectations are not met by the job, job dissatisfaction may occur. Consequently, 
James and Hendry (1991), in their study of Australian police officers, reported that job 




One recurring caution that has been cited in the literature on higher education in law 
enforcement has been the suggestion that college educated officers will become more easily 
dissatisfied with the job than their less educated peers. Specifically, Dantzker (1993) suggested 
that dissatisfaction would occur after five years on the job once college educated officers 
experienced the frustration of limited promotional opportunities. This position was supported in 
another study of Canadian police officers (Buckley, McGinnis, & Petrunik, 1993).  
Occupational Factors and Burnout 
 Primary Occupational Field and Burnout 
Though several studies have documented burnout in policing, other studies suggest that 
burnout among police officers is no different from the stress experienced by other occupations 
within the criminal justice system that deal with people (Anson & Bloom, 1988). Keinan and 
Malach-Pines (2007), however, reported that corrections officers experience higher levels of 
burnout than the general population, even more so than police officers. Lambert, Hogan, Jiang, 
and Jenkins (2009) found that role ambiguity and role overload contributed to correctional 
officer burnout. They suggested that corrections officers wanted direct guidance, clearly defined 
roles, and a manageable workload. Other studies of correctional officers (Rogers, 1991) and 
probation and parole officers (Whitehead, 1985) lend support to the claim that burnout affects 
other occupations within the criminal justice system. Still, a study of Dutch police officers 
reported no differences in burnout among police officers and other occupations. Specifically, 
Martinussen et al. (2007) noted that the overall level of burnout reported by police officers was 
low compared to other occupations in the sample.  
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Burnout and Agency Size 
A review of the extant literature did not reveal any studies directly or indirectly 
examining the affect agency size had on burnout among criminal justice professionals, though 
studies were found examining the effects of agency size on officer satisfaction and stress. In a 
study examining the effects of agency size on job satisfaction, Dantzker (1997) reported that 
officers from small police agencies experienced higher levels of job satisfaction than officers 
from larger police agencies. Dantzker (1997) reasoned that officers working in smaller agencies 
would experience greater job satisfaction because of a smaller service population, better 
relationships with the community and their peers, and greater input into organizational functions. 
Talarico and Swanson (1980) added that officers working in small police agencies would also be 
less suspicious of administrative support. Moreover, Idson (1990) reasoned that due to the 
rigidity of large organizations, employees working in those environments would experience 
lower job satisfaction because of organizational constraints affecting professional 
accomplishments and scheduling. However, Brooks and Piquero (1998) observed in their study 
that stress levels varied little among police officers based on agency size. They suggested that the 
environment serviced, rather than agency size alone, influenced police officer stress. Moreover,  
Brooks and Piquero added that an officer’s relationships with supervisors and peers might 
moderate any negative effects associated with large agencies.  
Burnout and Tenure 
The relationship between tenure and burnout has been found in several studies. Cannizzo 
and Liu (1995) reported that officers with 16-25 years experiences reported higher scores on 
emotional exhaustion and depersonalization. In a study of 442 officers from three police 
departments, Hawkins (2001) found that burnout was related to job assignment and time on the 
23 
 
job. Specifically, Hawkins reported that the longer an officer stayed in a particular assignment, 
the higher the probability of experiencing emotional exhaustion. Likewise, Hawkins noted that 
officers with more time in law enforcement were more likely to experience emotional exhaustion 
and have lower depersonalization scores. Paradoxically, Hawkins observed that though 
experienced officers were emotionally exhausted, they were still sensitive to people.  
Whitehead’s (1985) study of burnout among probation and parole officers using the MBI 
found that that parole officers scored higher on the three dimensions of burnout than the 
comparison groups. Notably, Whitehead observed that the least experienced officers (officers 
with fewer than 6 months of service) experienced the lowest levels of burnout, whereas officers 
with up to 3 years of service reported the highest levels of burnout. Whitehead reported that 
burnout and tenure had a curvilinear relationship. As tenure increased, so did burnout; however, 
at 15 years or more of service, burnout scores fell to levels matching the levels of new officers. It 
should be noted that Whitehead’s definition of a new officer was extremely narrow (fewer than 6 
months) and differed from what is typically reported in the police literature on stress. 
Nonetheless, the curvilinear relationship reported by Whitehead was consistent with findings 
reported by Violanti (1983) in a study examining job experience and stress. Violanti reported 
that police officers at mid career reported higher levels of stress than did officers early or late in 
their careers.  
Rank 
Lambert, Hogan, and Jiang (2010), in a study examining the relationship between 
organizational structure and emotional burnout among correctional officers, reported that 
supervisors experienced greater emotional burnout than nonsupervisors. The authors reasoned 
that the multitude of responsibilities borne by supervisors contributes to greater emotional 
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exhaustion. In a study of Greek police officers, Antoniou (2009) asked officers to rate the 
perceived stressfulness of various work-related items. Antoniou found that officers with high 
rank rated 8 of the 10 items found to be statistically significant as more stressful than their lower 
rank colleagues. Martinussen et al. (2007) in a study of burnout among Dutch police officers 
reported that officers in leadership positions were slightly less cynical than officers without 
leadership responsibilities. Martinussen et al. concluded that the increased responsibility of 
leadership did not appear to increase burnout.  
Workplace Stressors and Burnout 
Burnout is commonly associated with prolonged exposures to workplace stressors 
(Medland et al., 2004). Numerous studies have found police work to be a stressful occupation 
(Eisenburg, 1975; Petrone & Reiser, 1985; Reese, 1986; Selye, 1978; Violanti, 1985). One study 
reported that law enforcement was one of the top five most stressful occupations (Dantzker, 
1987). However, U.S. Department of Labor statistics from 2003 indicated that police 
occupational fatalities were lower than other occupations, such as for truck drivers and 
construction workers (Anderson, Litzenberger, & Plecas, 2002; Kelly, 2002). Despite having few 
occupational fatalities than some other occupations, it is believed that stress evolves not from the 
fear of actual danger but rather from perceptions of actual danger (Skolnick, 1966; Walker, 
1983). Furthermore, Cullen, Link, Lawrence, and Lemming (1983) learned through officer 
surveys that though officers did not fear they were likely to be injured at work, they believed the 
potential for injury contributed to stress.  
Since Maslach’s findings in 1979, police burnout studies have looked at various factors 
that possibly contribute to police stress. Golembiewski and Kim (1990), Golembieski et al. 
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(1995), and Burke (1994, 1997) examined possible antecedents to burnout and concluded that 
burnout was related to chronic stressors associated with organizational factors (Kop et al., 1999). 
Most studies on the sources of police stress have focused on two areas: organizational practices 
and the inherent nature of police work (Martelli et al., 1989; Spielberger et al., 1981). Of the two, 
organizational practices are generally considered the more prominent source of stress (Graf, 
1986; Grier, 1982; Martelli et al., 1989; Norvelle et al., 1988; Reiser, 1974; Violanti & Aron, 
1993).  
Another source of police stress indentified in the literature relates to an officer’s 
perceived control over his/her (internal) environment. Perception of control over one’s internal 
environment has been posited as an antecedent to stress, particularly among college educated 
police officers (Griffen et al., 1978; Stinchcomb, 2004). Griffen et al. (1978) reported that 
officers with higher levels of education reported lower job satisfaction when they perceived 
themselves as having less control over their internal (organizational) environment. Stinchcomb 
(2004) suggested employees with little control over job expectations or outcomes would 
experience more stress.  
Organizational Sources of Stress 
Within the police and correctional fields, there are several organizational practices 
considered stressors. These factors include rotating shifts and changing schedules, capricious 
promotional procedures (Maynard & Maynard, 1982), conflicting policies, bureaucratic rules, 
inadequate supervision, and unjust disciplinary actions (Kroes, 1986; Lindquist & Whitehead, 
1986). Rotating shifts in particular has been found to negatively affect job performance, health, 
and family life (Kroes & Hurrell, 1975; Kroes, Margolis, & Hurrell, 1974). Other organizational 
practices found to contribute to stress include lack of promotional opportunities, lack of 
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supervisor support, role conflict and ambiguity, and the absence of group cohesiveness 
(Anderson et al., 2002; Gaines & Jermier, 1983; Toch, 2002).  
When organizational practices within the workplace prevent employees from meeting 
their professional goals, burnout develops as a result of the gap between individual expectations 
and organizational reality (Leiter, 1991, 1992b). Burnout, consequently, can contribute to 
employee exhaustion, frustration, cynicism, and ineffectiveness when the workplace fails to meet 
their professional goals or expectations (Leiter, 1992a; Violanti & Aron, 1995). Kroes (1986) 
added that boredom, which is a common element of police work, may also contribute to stress by 
creating a sense of uselessness and frustration.  
Organizational practices further contribute to job stress by dampening an employee’s 
commitment to the organization (Mattson & Dubinsky, 1979) and contributing to their decision 
to quit (Singh & Rhoads, 1994). A more recent study by Jaramillo, Nixon, and Sams (2005) 
examined workplace stressors and organizational commitment among police officers. In their 
study, Jaramillo et al. noted a positive relationship between job satisfaction and organizational 
commitment. Moreover, they reported that promotional opportunities and supervisor support 
were the biggest stressors affecting organizational commitment. Other studies in law 
enforcement and military environments have also reported a positive relationship between 
promotional opportunities and organizational commitment (Anshel, 2000; Gaines & Jermier, 
1983).  
Stress and Control 
Stinchcomb (2004) suggested stress may be related to an employee’s sense of control. 
Stress, according to Stinchcomb (2004), may occur when employees lack control over the 
outcome of their work or over the expectations of the job. In police work, officers paradoxically 
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have more control over their external environment, such as when to make an arrest or when to 
conduct a traffic stop, but have very little control over factors that affect their careers 
(Kirschmann, 1998). Kroes, Hurrell, and Margolis (1974) suggested that organizational structure 
and police administrative practices negatively affect the self-image of police officers as 
professionals. As officers gain more knowledge and experience over time, they grow resentful 
when management becomes resistant to their input and involvement (Hersey, Blanchard, & 
Johnson, 1996).  
Griffen et al. (1978), in their study of factors associated with job satisfaction, reported 
that as level of education increased, job satisfaction shifted from an external view of what others 
did to the officers’ perceptions of control over their immediate environment. Because police 
organizations tend to be rigid hierarchies, promotional opportunities often fail to meet the 
expectations of more college educated officers (Griffen et al., 1978). This conclusion is not 
surprising, since it has been suggested formal education raises expectations (Rogers, 1991). As 
Berg (1970) aptly remarked, “Better-educated men expect to do better” (128). When employees’ 
aspirations go unfulfilled, the increased risk of job dissatisfaction is a consequence (Rogers, 
1991).  
Job Satisfaction and Employment 
Work provides benefits that extend beyond simple financial concerns. For many people, 
the workplace functions as a place to acquire prestige and self-esteem (Michinov, 2005). 
Accordingly, Michinov expressed that work represents a life domain that enhances overall 
personal satisfaction. Pines and Keinan (2005) added  
People who expect to derive a sense of existential significance from their work, 
enter their chosen careers with high goals and expectations, idealistic and 
motivated. When they feel that they have failed, that their work is insignificant, 
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that they make no difference in the world, they start feeling helpless and hopeless 
and eventually burned out. (p. 626)  
When employees feel helpless, hopeless, and burned out, job dissatisfaction can occur. Job 
dissatisfaction can have harmful effects on the organization in the form of lower worker 
productivity and increased turnover rates (Rogers, 1991).  
Occupational psychologists have recognized the role job satisfaction plays in maintaining 
a stable workforce (Baron & Byrne, 1991; Landy, 1989; Steers, 1981) and have reported its 
effects on numerous workplace outcomes, such as absenteeism, productivity, and turnover 
(Gannon, 1979; Landy, 1989). Despite its importance, police organizations were slow to 
recognize the significance of job satisfaction to their organizations (Dantzker, 1992). According 
to Griffen et al. (1978):  
Job satisfaction, which has long been recognized in private industry as a 
prerequisite for successful job performance, has been merely a slogan in police 
organizations. The primary indicator of job satisfaction in police officers is 
generally an archaic job evaluation done in capricious and arbitrary manner. 
(p. 77) 
Life-Events Stressors and Burnout 
Ivancevich (1986) defined life events as circumstances that require individuals to make 
adjustments to environmental changes. Ivancevich (1986) suggested that the changes brought 
about by major life events contribute to stress and serious health-related complications.  
The impact certain life events have on stress has been frequently researched using the 
Social Readjustment Rating Scale (SRRS) developed by Holmes and Rahe (1967). Holmes and 
Rahe developed the SRRS based on a comprehensive review of the health records of 5,000 
patients and identified 43 life events that preceded the onset of the major illnesses (Hobson et al, 
1998). Holmes and Rahe proposed that the stress caused by certain life events could lead to 
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health problems (Custer, 1985). Since its development, the SRRS has been one of the most 
widely used and cited assessment instruments in the stress and psychological literature. In fact, 
over a one-year period, Hock (1995) reported the SRRS had been cited in 138 research 
publications.  
Despite its widespread use, the SRRS has been criticized for several reasons. One 
significant criticism concerns the size and composition of the sample used to calculate the life-
event weights (Hobson et al., 1998). Another criticism claims that the SRRS checklist contained 
life events that were actually stress outcomes (Scully, Tosi, & Banning, 2000). Still, others 
questioned the rating’s accuracy due to individual differences in perceptions of stress and the 
bias caused by certain recent life events (Hobson et al., 1998). Regardless of its critics, the SRRS 
remains the measurement tool of choice for many researchers (Hock, 1995).  
According to the SRRS, death of a spouse was the highest rated stressor, followed by 
divorce. Divorce is an important factor when examining police stress because it has been 
reported that police officers as an occupational group have one of the highest divorce rates in the 
United States (Ellison & Genz, 1983; Hageman, 1978; Territo & Vetter, 1981). However, a more 
recent study of 2000 U.S. Census data conducted by McCoy and Aamodt (2010) found that 
divorce rates for law enforcement personnel were lower than divorce rates in the general U.S. 
population, even when controlling for demographic and job related variables.  
Although McCoy and Aamodt’s study (2010) indicated a lower divorce rate in law 
enforcement, several studies have shown that domestic problems correlate with higher levels of 
police stress (Horne, 1979; Maslach & Jackson, 1979; Reiser, 1978; Stratton, 1976). Jackson and 
Maslach (1982) suggested the job may contribute to police domestic tension since “exhausted 
police officers are more likely to bring with them the tensions caused by their job; are likely to 
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return from work upset or angry, tense and anxious, and in a complaining mood” (p. 74). Other 
research has reported that financial strains have been shown to negatively affect marital 
satisfaction and increase the likelihood of divorce (Fox & Chancey, 1998). 
In research examining job stress and experience, Patterson (1992) suggested that life-
event stressors may be a reason why police officers at the midpoint of their careers report greater 
job stress than younger or more senior officers. Patterson added that police officers in the midst 
of their careers were more likely to experience stressful life events, such as divorce, remarriage, 
or witnessing the physical and mental decline of parents, than younger or older officers.  
The purpose of this study is to identify significant correlates of burnout among police and 
corrections officers. To that end, this study will attempt to answer the following five research 
questions:  
1) Is there a significant difference between burnout scores on the dimensions of 
emotional exhaustion, cynicism, and professional efficacy based on biographical factors?  
2) Is there a significant relationship between biographical stressors and the dimensions of 
emotional exhaustion, cynicism, and professional efficacy?  
3) Do occupational factors have a significant effect on burnout scores for the dimensions 
of emotional exhaustion, cynicism, and professional efficacy?  
4) Do workplace stressors have a significant effect on burnout scores for the dimensions 
of emotional exhaustion, depersonalization, and reduced professional efficacy?  
5) Do life-event stressors have a significant effect on burnout scores for the dimensions 
of emotional exhaustion, cynicism, and professional efficacy?  
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Chapter 2 Summary 
Chapter 2 examined the previous literature on burnout and its causes and investigated 
different antecedents identified in the literature as possible correlates to burnout. Burnout’s three 
dimensions—emotional exhaustion, depersonalization (cynicism), and lack of personal 
accomplishment (professional efficacy)—were reviewed along with the instruments used to 
measure them. Potential correlates for burnout identified in the literature included biographical 
factors (gender, race/ethnicity, age), biographical stressors (marital status and level of 
education), occupational factors (occupational type, agency size, tenure, and rank), workplace 
stressors (organizational sources of stress that effect an employee’s sense of control), and life-




 CHAPTER 3: RESEARCH DESIGN 
Research Methodology 
A comparative model was employed in the research methodology of this study. This 
research sought to identify whether biographical factors, biographical stressors, occupational 
factors, workplace stressors, or life-event stressors affect different levels of perceived burnout 
among police and corrections officers by using the Maslach Burnout Inventory-General Survey 
(MBI-GS). The MBI-GS was selected because of its reduced emphasis on personal relationships. 
Furthermore, the MBI-GS broadly defines professional efficacy to include both social and non-
social work accomplishments.  
Past research has indicated that organizational practices are the strongest source of police 
stressors (Graf, 1986; Grier, 1982; Kop et al., 1999; Martelli et al., 1989; Norvelle et al. 1988; 
Reiser, 1974; Violanti & Aron, 1993) and not external relationships with clients or citizens. 
Organizational practices considered stressors include rotating shifts and changing schedules, 
capricious promotional procedures (Maynard & Maynard, 1982), conflicting policies, 
bureaucratic rules, inadequate supervision, and unjust disciplinary actions (Kroes, 1986; 
Lindquist & Whitehead, 1986). Moreover, Griffen et al. (1978) reported that officers with higher 
levels of education reported lower levels of job satisfaction when they perceived less control 
over their internal (organizational) environment. It is believed that the MBI-GS would provide a 
better assessment of an officer’s perception of control since professional efficacy focuses more 
on the job accomplishments and less on relationships.  
The MBI-Human Service Survey (MBI-HSS) was not selected for this study due to its 
overemphasis on human relationships.  On the emotional exhaustion dimension, the MBI-GS 
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uses more generic terms and refers to fatigue without the direct reference to people or citizens as 
being the source of that fatigue (Storm & Rothmann, 2003). Depersonalization in the MBI-HSS 
is referred to as cynicism in the MBI-GS and reflects indifference towards work and not 
necessarily towards individuals or the people police officers serve (Storm & Rothmann, 2003). 
Last, the dimension of reduced personal accomplishment in the MBI-HSS is referred to as 
professional efficacy in the MBI-GS. Professional efficacy covers a broader range of work 
achievements to include both social and non-social accomplishments. The final difference 
between the two instruments relates to classification. With the MBI-GS, a person is not classified 
as being burned out, but rather placed on a continuum as being “more” or “less burned out” 
(Strom & Rothmann, 2003). Comparisons will be made across the three dimensions of the MBI-
GS, including emotional exhaustion, cynicism, and professional efficacy.  
Specific Procedures 
A demographic questionnaire was included with the MBI-GS. Questions on the 
demographic questionnaire included basic biographical attributes of the officers, such as race, 
gender and age, level of education, occupation type (police or corrections), total years of service, 
time in present assignment, number of assignments, and rank. Other factors that were examined 
included organizational stressors and stressful life events. As noted in Chapter 2, police 
organizational factors and certain life events have been found to be negatively related to stress 
and physical well-being.  
This research required institutional review board approval (IRB) from the University of 
Central Florida and Valencia College. Approval from Valencia College was obtained on May 10, 
2010 and approval from the University of Central Florida was given on June 7, 2010.  
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This researcher, along with staff from the Valencia College Criminal Justice Institute 
(CJI), distributed the survey instrument to students attending professional development courses 
for current law enforcement officers and corrections officers in the Central Florida area. CJI was 
selected as the research location because it offers the best opportunity to survey a broad, 
representative sample of criminal justice practitioners. Due to its large service population, CJI 
attracts a diverse audience of criminal justice professionals.  
Police and corrections officers attending professional development courses do so for 
different reasons. A compelling reason many officers attend professional development courses at 
CJI is because the Florida Department of Law Enforcement requires 40 hours of mandatory 
retraining for all state certified police and corrections officers every four years. Some officers 
attend training to improve job skills or learn new skills to enhance their promotion or transfer 
opportunities. Still, other officers attend training to earn salary incentive pay, which is a 
statewide education incentive for all police and corrections officers. Due to the variety of reasons 
for officers attending the professional development courses, officers sampled for this study are 
representative of the population of police and corrections officers in the Central Florida region.  
The survey instrument was administered during the first 30 minute of each class and was 
collected immediately upon the officer’s completion of the instrument.  
Unit of Analysis and Research Sample 
The sample for this research was drawn from sworn police and corrections officers 
attending professional development courses at the Criminal Justice Institute (CJI) at Valencia 
Community College. The Criminal Justice Institute at Valencia College is one of 41 such 
training institutes in the state of Florida and it serves 45 organizations, which include municipal, 
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state, and county agencies; law enforcement and corrections agencies; the state department of 
juvenile justice; and other federal and international organizations.  
On an annual basis, CJI offers between 90 and100 professional development courses to 
approximately 3,000 criminal justice system employees. Criminal justice agencies served by CJI 
include large, medium, and small criminal justice agencies. Furthermore, the agencies served 
include rural, suburban, and urban organizations, as well as local police departments, sheriff’s 
departments, and state law enforcement agencies. Besides serving law enforcement agencies, CJI 
provides training for correctional agencies, which include both state and county agencies and 
state and county parole and probation officers. Officers attending training have varying degrees 
of work experience, and the majority of officers attending courses will fall in the early to mid-
point of their careers, a period when burnout is most likely to occur. Due to the large and diverse 
population served by CJI, it provides a reasonable site for this research.  
Instrumentation 
The Maslach Burnout Inventory (MBI) developed by Maslach et al. (1996) was created to 
assess burnout among human-service professionals. Over time, the MBI has become the standard 
instrument for measuring burnout in individuals, and today most researchers employ one of the 
three versions of the MBI (Barnett, Brennan, & Gareis, 1999). Of the three forms, the MBI-
General Survey was chosen for this research.  
Burnout is a complex, multidimensional construct, and all three forms of the MBI present 
burnout on a continuum from high to low rather than as a dichotomous variable (Maslach et al., 
1996). To assess burnout, each dimension must be assessed independently. Frequency of 
officers’ feelings on each dimension are assessed using a 7-point scale, ranging from never (0) to 
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every day (7). Burnout is said to exist when a person scores high on emotional exhaustion and 
high on cynicism. Conversely, low scores on professional efficacy represent a high level of 
burnout on professional efficacy. A person is considered at a low level of burnout with a low 
score on both emotional exhaustion and cynicism and a high score on professional efficacy. The 
composite index scoring for burnout is illustrated in Table 1. 
 
Table 1: Composite Index Scoring Indicating High Levels of Burnout 
 Composite index Burn out 
Emotional exhaustion High High 
Cynicism High High 
Professional Efficacy Low High 
 
Reliability and Validity of the MBI 
Due to the widespread use of the MBI, its reliability and validity have been verified in 
several studies. Furthermore, the MBI has been used in several large studies across many human 
service professions, which has helped increase its validity and reliability. For instance, reliability 
coefficients and standard error measurements have been calculated for each of the three 
dimensions of the MBI (Arthur, 1990). Test-retest methods have demonstrated high levels of 
reliability.  
In addition to measures of reliability, several studies have established convergent validity 
(Arthur, 1990; Maslach et al., 1996). Convergent validity has been tested by comparing MBI 
scores with behavioral ratings of family members and peers. MBI scores were also correlated to 
aspects of certain jobs believed to contribute to burnout. Last, MBI scores were compared to 
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outcomes commonly associated with burnout. In all, various methods were used to establish the 
validity of the MBI instrument.  
For this study, the burnout instrument used was the MBI-GS. Past research using the 
MBI-HSS found that the dimensions of emotional exhaustion and depersonalization collapsed 
into one scale when used with non–human-service occupations (Bakker et al., 2002). Using 
factor analysis, Bakker et al. (2002) conducted a study of various service and non-service 
occupations and found evidence confirming the three-factor structure of the MBI-GS.  
Cronbach’s alpha scores reported on the internal consistency of the MBI-GS, which were 
used for this research, varied from 0.87 to 0.89 for emotional exhaustion; 0.73 to 0.84 for 
cynicism; and 0.76 to 0.84 for professional efficacy (Maslach et al., 1996). Test-retest 
reliabilities were assessed after one year and were 0.65 for emotional exhaustion, 0.60 for 
cynicism, and 0.67 for professional efficacy (Maslach et al., 1996).  
Data Collection  
Data were collected via a self-administered survey instrument, the Maslach Burnout 
Inventory-General Survey. The survey was handed out by this researcher with help from the staff 
of the Criminal Justice Institute at Valencia College (CJI). At the start of each new training 
course at CJI, 30 minutes was set aside at the beginning of the course for the students to 
complete the survey. Students were informed of the nature of the research, asked to sign an 
informed consent, and advised of privacy and information security issues. To avoid duplication 
of responses, students who had already taken the survey during a previous class were asked not 
to participate a second time. Secondary checks of the surveys were completed based on matching 
demographic information. For respondents who matched on four demographic elements (date of 
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birth, education, experience, and agency type) an analysis was run on their responses to their 
MBI survey. If their overall responses fell within two standard deviations of each other, the 
second attempt was counted as missing. The surveys were collected as the officers finished them.  
Treatment of the Data 
A multi-stage analysis was conducted to explore the effects of biographical factors, 
biographical stressors, occupational factors, workplace stressors, and life-event stressors on 
burnout scores for police and corrections officers. During the first stage of analysis, multiple 
one-way ANOVA models were run on each of the three dimensions of burnout to compare 
variability of mean burnout scores between different groups and within groups based on the 
influence of biographical factors (gender, race/ethnicity, and age), biographical stressors (marital 
status and level of education), occupational factors (primary occupational field, agency size, 
tenure, and rank) and workplace stressors (perceptions of fairness in promotions, discipline, and 
transfers). T-tests were used to assess differences in mean burnout scores for workplace stressors 
on experiences with recent promotions, discipline, and transfers. If a significant difference was 
identified on any of the models, a Tukey post-hoc comparison was conducted to discern where 
the significant difference occurred.  
After the first stage of analysis, a second stage of analysis was conducted using multiple 
regression analysis. The multiple regression analysis for this study required different regression 
models for each dimension of burnout since there is no aggregate score for burnout. Each 
dimension for burnout on the MBI is independent of one another, though research has shown that 
emotional exhaustion and depersonalization (cynicism) are related (Leiter, 1993). Personal 
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accomplishment (professional efficacy), however, has been found to run parallel to the others 
and not sequentially (Leiter, 1993).  
In order to use multiple regression analysis, the dependent variable must be a continuous 
variable. The dependent variable for this research is scores on the three dimension of burnout as 
calculated from the MBI-General Survey (GS).  
Multiple regression analysis was selected to explore the relationship between a 
continuous dependent variable (burnout scores) and multiple independent variables. Multiple 
regression analysis is particularly useful because it describes the predictive ability of the model 
and provides the relative contribution of each individual variable in the model while controlling 
for additional variables. In the second stage, three separate models were run, exploring the 
relationship between the dimensions of burnout and the various biographical factors, 
biographical stressors, and occupational factors and to determine if any significant effects 
discovered in the first stage remained statistically significant in the presence of other variables. 
Refer to Table 2 for a list of the dependent and independent variables included in the second 
stage of analysis.  
 









exhaustion X1: Gender X4: Marital status X6: Occupation 
Y2: Cynicism X2:Race/Ethnicity  X5: Education  X7: Agency size 
Y3: Professional 
efficacy X3: Age  X8: Tenure 




The third stage built on the previous regression models by adding workplace stressor 
variables (recent promotion, transfer, discipline, and perceptions of fairness in promotion, 
transfer, and discipline) to assess the cumulative and individual contributions those variables 
have on burnout scores and to determine if any effects detected earlier were spurious or the result 
of some other organizational or individual level stressors as indentified in the extant literature. 
Table 3 lists the dependent and independent variables included in the third stage of analysis.  
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X3: Age  X8: Tenure X11:Recent 
Transfer 
   X9: Rank X12:Promotional 
Fairness 
    X13:Discipline 
Fairness 




In the fourth stage, life-event stressors (death of a spouse; recently divorced; recently 
married; change in financial state; change in health of a family member; change in number of 
arguments with spouse; change in work hours, sleep hours, and eating habits) were added to the 
final regression model to test for the interaction effects and to make sure that the relationships 
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confirmed in earlier stages were real and not the result of a spurious relationship or some other 
organizational or individual level stressors as indentified in the extant literature.  
During the multiple regression analyses, a replete model was employed including all 
theoretically important variables identified in the extant literature for that specific category. As 
independent variables from different categories were added to the regression models, each of the 
theoretically relevant variables were retained in order to check for interaction effects and to 
assess the influence each variable has on the dependent variable while holding the contribution 
of other variables constant. Table 4 lists the dependent and independent variables included in the 
fourth stage of analysis. 
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Before any data analysis was performed, tests of the internal consistency of the data 
through the use of Cronbach’s coefficient alpha were conducted. The comparison of coefficients 
was made using a comparison of those found in the MBI Manual 3
rd
 Edition.  
Response Rates 
The survey was administered at the Criminal Justice Institute at Valencia College 
between June 7, 2010, and August 23, 2010. During that time, police and corrections officers 
attending 18 different advanced/specialized continuing education courses were asked to 
participate in the survey. In all, 577 officers attended the 18 training courses, of which several 
officers attended multiple courses. Of the officers who attended multiple courses, 160 officers 
were identified as duplicates and were not given the survey a second time. As depicted in Table 
5, of the 577 officers who attended the courses, 160 officers were identified as duplicates, which 
left 417 unduplicated respondents to complete the surveys. So while the official response rate 
was 100% of the available respondents, only 72.27% of the available respondents qualified to 
complete the survey.  
 












18 577 160 417 100 72.27 
 
 
Of the 417 completed surveys, 12 were completed by probation/parole officers. Due to 
the small number of probation and parole officers, only surveys completed by police or 
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correctional officers were included in the analysis. Without the probation/parole officer surveys, 
405 cases were used for the study. Figure 1 represents the downward flow of cases from the 
original number of students contacted, to the number of duplicate cases excluded, through the 
number of surveys collected, and finishing with the final number of cases used for the study.  
 
 
Figure 1: Survey Attrition Reverse Pyramid Flow Chart 
 
The Research Sample vs. the Population 
Police Officers 
Table 6 compares the research sample drawn from the targeted population of law 
enforcement officers. The targeted population for law enforcement officers included all officers 
with law enforcement powers certified in the state of Florida. Data for ethnicity and agency size 
were obtained from the 2009 Criminal Justice Agency Profile (Florida Department of Law 
Enforcement, 2010) published by the Florida Department of Law Enforcement. Gender data 
577 surveys taken 
160 duplicates 
417 unduplicated surveys completed 
12 cases excluded 
(parole and probation 
officers ) 




were collected from the Police Employee Data report (U.S. Department of Justice, Federal 
Bureau of Investigation, 2010) as part of the 2009 Uniform Crime Report published by the 
Federal Bureau of Investigation.  
 
Table 6: Descriptive Statistics—Police Officer Research Sample and Population 
 Police Officers           
Research Sample Population  
Variable Value Freq. Pct.  Value Freq.  Pct.  
Z-
Test 
Gender Male 233 77.7 Male 37394 85.7 ** 
 Female 67 22.3 Female 6224 14.3 ** 
 Total 300 100.0 Total 43618 100.0  
Chi = 15.787 p = .000 
Ethnicity 
Black/African
-American 40 13.3 
Black/African-
American 4695 10.5  
 
Hispanic 
/Latino 51 17.0 
Latino/Hispani
c 6700 14.9  
 Caucasian 192 64.0 Caucasian 32589 72.9 ** 
 Other 17 5.7 Other 746 1.7 ** 
 Total 300 100.0 Total 44730 100.0  
Chi = 63.571 p = .000 
Agency 
Size >1000 121 41.9 >1000 12508 29.3 ** 
 100-999 105 36.3 100-999 22194 51.9 ** 
 0-99 63 21.8 0-99 8023 18.8  
 Total 289  Total 42725 100.0  
Chi = 30.398 p = .000 
 
* Difference is significant at the .05 level. ** Difference is significant at the .001 level.  
 
 
Within the research sample, 300 officers identified themselves as law enforcement 
officers. Of that group, 233 (77.7%) were males and 67 (22.3%) were females. According the 
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data obtained from the Federal Bureau of Investigation (2010), there were 3,618 sworn law 
enforcement officers in the state of Florida, from the local, county, and state levels. Of the 
population, 37,394 (85.7%) were males and 6,224 (14.3%) were females. A comparison of the 
two groups indicates females represent a larger proportion of the research sample than the 
targeted population. A Chi-square test of independence indicated a statistically significant 
difference between the two groups (X
2
 = 15.787; p < .001). A z-test for the difference in 
proportions analyzed each category independently and confirmed a statistically significant 
difference (p < .001) between the two groups.  
Differences in gender composition between the research sample and the population of 
officers could reflect differences in labor force demographics across rural, suburban, and urban 
areas. Officers in the research sample were pulled from agencies serving a large metropolitan 
area. It is likely a large urban area would provide greater numbers of females in the local labor 
force than would be expected in many rural areas across the state. The larger percentage of 
female officers in the research sample may represent a more accurate picture of the population of 
officers from large urban areas within the state rather than reflect the population of officers 
across the state of Florida as a whole.  
A Chi-square analysis of ethnicity of the research sample and population of officers 
indicated a significant difference between the groups (X
2
 = 63.571; p < .001). However, a z-test 
for difference in proportions for each category indicated a significant difference only between 
Caucasian officers and officers listed as “Other” (p < .001). In the research sample, 64.0% of the 
officers were Caucasian compared with 72.9% of the population. Likewise officers listed as 
“Other” represented 5.7% of the research sample compared to only 1.7% of the population. The 
z-test for difference in proportions did not reveal a statistically significant difference between 
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Black/African American officers and Latino/Hispanic officers. In the research sample, 13.3% of 
officers were listed as Black/African American compared to 10.5% of the population. Similarly, 
Latino/Hispanic officers represented a larger share of the research sample (17.0%) than the 
population (14.9%). The diversity of police officers within the sample exceeds the diversity 
observed in the population of police officers overall, which will likely lead to a conservative 
estimate for burnout since most studies on burnout have focused on White/Caucasian subjects.  
Though the Chi-square analysis reflected a difference between the research sample and 
the population as a whole, the z-test for difference in proportion indicated the difference was 
only between Caucasian officers and officers listed as “Other,” which included Native-
Americans, Pacific Islanders, and Asian officers. Since there was no significant difference 
between the percentage of Black/African American officers and Latino/Hispanic officers 
between the two groups, it could be concluded that they were drawn from the same population. 
An explanation for the overall group difference could be that the research sample more closely 
represents officers from urban areas, which would provide greater diversity within the local labor 
force. It would not be unexpected to see greater diversity in a sample of officers pulled from a 
large urban area than from the targeted population, which would include officers from rural, 
suburban, and urban areas.  
The last category of comparison for law enforcement officers included agency size. 
Again, the Chi-Squire analysis between the groups indicated a statistically significant difference 
(X
2
 = 30.398; p < .001). In the research sample, 41.9% of officers were from agencies employing 
1000 or more officers; 36.3% of officers were from agencies with 100–999 officers; and 5.7% of 
officers were from agencies with 99 officers or fewer. In contrast, only 29.3% of officers in the 
population were from agencies with 1000 or more officers; 51.9% of officers were from agencies 
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with 100–999 officers; and 18.8% of officers were from agencies with 99 officers or fewer. A z-
test for difference in proportions indicated a difference between groups with officers from 
agencies employing 1000 or more officers and agencies employing 100–999 officers (p < .001) 
but not with the smallest agencies employing 99 officers or fewer. Consequently, it can be 
concluded that officers from the smallest agencies (0–99) were drawn from the targeted 
population but not officers from agencies with 100 or more employees.  
As a whole, the research sample was skewed in favor of larger agencies. Again, this was 
not unexpected since the Criminal Justice Institute where the officers were surveyed serves a 
large metropolitan area. A probable reason the research sample was skewed toward large 
agencies was because of the presence one agency in the sample that employs approximately 
1,400 officers. Nonetheless, the research sample consisted of a varied mixture of agency sizes 
and included a representative sample of small agencies. Overall, the research sample will not 
generalize to the larger population, but it may generalize to urban areas served by one or two 
dominant law enforcement agencies.  
Corrections Officers 
The research sample for corrections officers was compared with the targeted population 
on only two categories: gender and ethnicity. Population data for corrections officers in the state 
of Florida were not available, so national data were obtained from the Characteristics of 
Criminal Justice Systems report published in the Sourcebook of Criminal Justice Statistics (U.S. 
Department of Justice, Bureau of Justice Statistics, 2009) to make comparisons with the research 
sample. Corrections officers in the research sample were predominately local corrections officers 
at the county level (92.2%), and the remaining officers listed their employment at the local or 
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state level. Since the research sample consisted primarily of county corrections officers, national 
population data used to make comparisons looked only at local corrections officers at the county 
level. Table 7 depicts the descriptive data and statistical analysis of the two groups on the 
variables of gender and ethnicity.  
 
Table 7: Descriptive Statistics—Corrections Officer Research Sample and Population 
 
 Corrections Officers    
Research sample Population  
Variable Value Freq. Pct.  Value Freq.  Pct.  
Z-
Test 
Gender Male 68 66.1 Male 7591 67.9  
 Female 35 33.9 Female 3595 32.1  
 Total 103 100.0 Total 11186 100.0  
Chi =.159 p = .690  
Ethnicity 
Black/African 
American 39 37.9 
Black/African-
American 3729 34.1   
 Latino/Hispanic 38 36.9 Latino/Hispanic 979 8.9 ** 
 Caucasian 24 22.3 Caucasian 6142 56.2 ** 
 Other 2 1.9 Other 83 0.8  
 Total 103 100.0 Total 10933 100.0  
Chi = 108.44 p = .000  
* Difference is significant at the .05 level.  
** Difference is significant at the .001 level.      
 
Across gender, a Chi-squire analysis did not find any differences that were statistically 
significant (X
2
 = .159; p > .01). In the research sample, 66.1% of officers were males and 33.9% 
of officers were females. Those percentages matched closely with the target population that 
included 67.9% males and 32.1% females. Overall, it appears that the two groups were drawn 
from the same population.  
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The Chi-square analysis of ethnicity revealed a statistically significant difference between 
the groups (X
2
 = 108.44; p < .001). The greatest differences between groups related to 
Latino/Hispanic officers and Caucasian officers. Latino/Hispanic officers were 36.9% of the 
research sample but only 8.9% of the population. Conversely, Caucasian officers were only 
22.3% of the research sample but 56.2% of the population. A z-test for difference of proportions 
indicated the differences between the two groups on the categories of Latino/Hispanic and 
Caucasian was statistically significant (p < .001); however, the differences between groups for 
Black/African American and officers listed as “Other” were not statistically significant, 
indicating that they were drawn from target population.  
Resident labor population data published in the Equal Employment Opportunity Data 
Results for Orlando, FL MSA by the U.S. Census Bureau (2010) for the Orlando Metropolitan 
Statistical Area (MSA) for 2000 reported far fewer White non-Hispanic residents in the labor 
market for the category “Bailiffs, Corrections Officers, and Jailers” (57.5%) than in the category 
for “Police Officers” (74.8%). Conversely, more Latino/Hispanics and Black/African Americans 
were in the labor market for “Bailiffs, Corrections Officers, and Jailer” (13.9% and 25.8% 
respectively) than for “Police Officers” (12.3% and 11.8% respectively). A possible 
interpretation of the labor market data for the Orlando Metropolitan Statistical Area would be 
that correctional work offers greater employment opportunities for minority residents, which 
might account for some of the difference between Caucasians and Latino/Hispanic officers. 
As noted with the sample of police officers, the diversity of corrections officers within 
the sample exceeds the diversity observed in the population of corrections officers overall, which 
will likely lead to a conservative estimate for burnout since most studies on burnout have 
focused on White/Caucasian subjects.  
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Descriptive Statistics and Analysis 
Burnout Scores 
The MBI-GS was used to assess burnout in this study. In the MBI-GS, 16 questions are 
used to assess burnout using a 7-point Likert scale. Of the 16 questions, six questions assess the 
subscale of professional efficacy, five questions assess the subscale of emotional exhaustions, 
and five questions assess the subscale of cynicism. According to the most recent edition of the 
Maslach Burnout Inventory Manual (Maslach et al., 1996), burnout scores for the MBI-GS 
instrument are reported as an average rating rather than a total. To calculate the average rating 
for each subscale, the number of questions in each subscale (emotional exhaustion 5 items, 
cynicism 5 items, and professional efficacy 6 items) is divided into the sum value for each 
subscale.  
The mean scores for each of the dimensions of burnout are presented in Table 8. For the 
dimension of emotional exhaustion, the mean score was 1.937 (SD = 1.309), for cynicism the 
mean score was 1.885 (SD = 1.439), and for professional efficacy the mean score was 5.097 
(SD = .878). The mean scores for emotional exhaustion and cynicism fall within the range of 
moderate burnout (Maslach et al., 1996), but the mean score for professional efficacy was high, 
indicating a low level of burnout on that dimension. Burnout scores for professional efficacy are 
reverse ordered, with high scores indicating low levels of burnout and low scores indicating high 




Table 8: Comparison of Original and Transformed Mean Burnout Score 
    Original values 
  N M SD 
Emotional exhaustion 405 1.937 1.309 
Cynicism  405 1.885 1.439 
Professional efficacy 405 5.097 0.878 
 
 
Table 8 depicts the original mean scores and standard deviations for the three dimensions 
of burnout. The original values are presented in the descriptive analysis of this study. In the later 
inferential stages of analysis, the original values were transformed in order to meet the 
assumptions of the ordinary least squared (OLS) techniques used in the subsequent stages of 
analysis. A comparison of the transformed and original values is presented in Chapter 4.  
Biographical Factors 
Mean burnout scores for biographical factors are listed in Table 9. The review of mean 
burnout scores for gender revealed that females indicated higher levels of burnout on emotional 
exhaustion (M = 2.212, SD = 1.358), cynicism (M = 2.033, SD = 1.579), and professional 
efficacy (M = 5.037, SD = .940) than men, indicating that women scored higher for burnout on 
all three dimensions of burnout than men.  
52 
 






  N M SD M SD M SD 
Gender        
Male 301 1.894 1.283 1.841 1.388 5.114 0.857 
Female 102 2.212 1.358 2.033 1.579 5.037 0.940 
Race/Ethnicity        
Black/African-American 79 2.051 1.371 1.742 1.347 5.135 0.911 
Latino/Hispanic 81 1.764 1.359 1.543 1.410 5.160 0.985 
White/Caucasian 217 1.985 1.265 2.090 1.465 5.021 0.833 
Other 19 1.800 1.349 1.821 1.372 5.456 0.630 
Age        
20-29 116 1.941 1.386 1.795 1.451 5.143 0.791 
30-39 159 2.004 1.266 1.956 1.400 5.055 0.921 
40< 128 1.863 1.300 1.894 1.482 5.098 0.904 
 
 
Mean burnout scores for race/ethnicity indicated that Black/African American officers 
reported the highest mean burnout scores for emotional exhaustion (M = 2.051, SD = .55026), 
but White/Caucasian officers reported the highest mean burnout scores for cynicism (M = 2.090, 
SD = 1.465). Moreover, White/Caucasian officers reported the highest level of burnout on the 
professional efficacy dimension (M = .5.021, SD = .833). Age, which was collected as an 
interval level value, was categorized into three groups: 20-29, 30-39, and 40 and greater. Of the 
three groups, the 30-39 year old group reported the highest levels of burnout on each of the three 
dimensions.  
Biographical Stressors 
Mean burnout scores for biographical stressors are depicted in Table 10. Originally, 
marital status was assessed as a five-category variable, but because only one officer marked 
“widow” and just five officers marked “other,” the two categories were re-coded into the 
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“single” category, reducing the variable to three categories. Of the three categories of marital 
status, single officers reported the highest levels of burnout for emotional exhaustion (M = 2.074, 
SD = 1.347), cynicism (M = 1.917, SD = 1.439), and professional efficacy (M = 4.991, SD = 
.909).  
 






  N M SD M SD M SD 
Marital status        
Single 113 2.074 1.347 1.917 1.439 4.991 0.909 
Married 226 1.881 1.269 1.838 1.397 5.138 0.861 
Divorce 32 1.944 1.468 2.044 1.539 5.151 0.845 
Level of education        
High school/some college 158 1.851 1.336 1.773 1.397 5.032 0.898 
2-year degree 71 2.014 1.263 1.856 1.400 5.077 0.958 
4-year degree or more 142 2.015 1.307 2.010 1.454 5.172 0.803 
 
 
Like marital status, level of education was originally coded into five categories, but 
collapsed into three. The categories of “high school diploma” and “some college” were re-coded 
as “high school/some college” and officers reporting a graduate level degree or some graduate 
credits were re-coded into “4-year degree or more.” Within this variable, officers with a 2-year 
degree reported the highest level of burnout for emotional exhaustion (M = 2.014, SD = 1.263). 
Officers with a 4-year degree or higher reported the highest level of burnout for cynicism (M 
=2.010, SD = 1.454), and officers with a high school diploma or some college reported the 




Mean burnout scores for organizational factors are depicted in Table 11. For occupational 
type, mean burnout scores for corrections officers indicated higher levels of burnout for 
emotional exhaustion (M = 2.047, SD = 1.392) and professional efficacy scores (M = 4.985, SD 
= 1.070) than law enforcement officers. However, law enforcement officers reported higher 
mean cynicism scores (M = 1.861, SD = 1.427).  
 






  N M SD M SD M SD 
Occupational type        
Law enforcement 286 1.861 1.287 1.861 1.427 5.164 0.799 
Corrections 89 2.047 1.392 1.757 1.419 4.985 1.070 
Agency size        
0-99 75 1.875 1.304 1.949 1.434 4.989 0.834 
100-999 140 2.034 1.287 1.839 1.419 5.082 0.918 
1000< 160 1.806 1.338 1.781 1.428 5.220 0.844 
Tenure        
0-5 202 1.761 1.318 1.624 1.341 5.107 0.928 
6-10 89 2.052 1.223 2.270 1.490 5.097 0.809 
11-15 45 2.258 1.358 1.956 1.481 5.214 0.809 
16< 39 1.908 1.370 1.810 1.431 5.145 0.810 
Rank        
Officer 313 1.853 1.319 1.840 1.432 5.111 0.895 
Corporal 32 2.163 1.224 2.088 1.436 4.947 0.823 
Sergeant 30 2.393 1.157 2.007 1.477 5.150 0.699 
 
  
The variables, “agency size” and “tenure” were originally measured at an interval level 
but re-coded into categorical variables for analysis. Agency size was re-coded into three 
categories: 0-99 officers, 100-999 officers, and agencies with more than 1000 officers. The 
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analysis of mean burnout scores for agency size indicated officers from agencies with 0-99 
officers reported higher levels of burnout cynicism (M = 1.949, SD = 1.434) and for professional 
efficacy (M = 4.989, SD = .834) than officers in the larger two agency size categories, though 
officers in the 100-999 officer category reported the highest level of burnout for emotional 
exhaustion (M = 2.034, SD = 1.287). Like agency size, tenure was re-coded from an interval 
level variable into a categorical variable. Tenure was re-coded into four categories: 0-5 years, 6-
10 years, 11-15 years, and 16 year or more. Within the tenure variable, officers in the mid-point 
of their careers reported the highest levels of burnout. Mean burnout scores indicated that 
officers with 6-10 year of tenure reported the highest level of burnout for cynicism (M = 2.270, 
SD = 1.490) and professional efficacy (M = 5.097, SD = .809). Officers with 11-15 years of 
tenure reported the highest levels of burnout for emotional exhaustion (M = 2.258, SD = 1.358).  
The last variable in the organizational factors category was rank. The variable “rank” 
consisted of three categories: officer, corporal, and sergeant. Of the three categories of rank, 
corporals reported the highest levels of burnout for cynicism (M = 2.088, SD = 1.436) and 
professional efficacy (M = 4.947, SD = .823). Sergeants reported the highest scores for burnout 
on emotional exhaustion (M = 2.393, SD = 1.157).  
Workplace Stressors 
Workplace stressor included variables measuring recent experiences with promotion, 
discipline, and transfers. In addition, perceptions of fairness in promotions, discipline, and 
transfers were measured. Recent experience with promotion, discipline, and transfers were 
measured as dichotomous (yes/no) variables. Perceptions of fairness, on the other hand, were 
measured using a 7-point Likert scale, with 1 indicating very fair and 7 indicating very unfair. 
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For the descriptive analysis, perceptions of fairness were re-coded into new variables with three 
categories: fair, indifferent, and unfair in order to make the interpretations less complicated. For 
the new variables, scores of 1-3 were coded as fair; a score of 4 was coded as indifferent; and, 
scores of 5-7 were coded as unfair.  
Table 12 depicts the mean burnout scores for recent experiences with promotions, 
discipline, and transfers. Within this category, officers who recently experienced a promotion 
reported higher levels of burnout for emotional exhaustion (M = 2.004, SD = 1.202), cynicism 
(M = 1.993, SD = 1.393), and professional efficacy (M = 4.994, SD .890). Regarding discipline, 
officers who had been disciplined in the previous 12 months reported higher levels of burnout on 
emotional exhaustion (M = 1.944, SD = 1.332) and cynicism (M = 1.897, SD = 1.441) than 
officers who had not been recently disciplined. However, officers who had been recently 
disciplined reported greater burnout on professional efficacy (M = 5.003, SD = .902). This 
preliminary finding for recent disciplinary experience suggests that actual exposure to the 
disciplinary process might ameliorate concerns over fairness, thereby reducing an officer’s risk 
for emotional exhaustion and cynicism, though the disciplinary consequence might influence an 
officer’s feelings of professional efficacy. For the variable assessing recent transfers, officers 
who reported a recent transfer reported higher levels of burnout for emotional exhaustion (M = 
2.128, SD = 1.453), cynicism (2.096, SD = 1.516) and professional efficacy (M = 5.035, SD = 




Table 12: Workplace Stressors—Mean Burnout Scores for Recent Promotions, Discipline, 
and Transfers 





  N M SD M SD M SD 
Recent promotion        
Yes 57 2.004 1.202 1.993 1.393 4.994 0.890 
No 343 1.921 1.333 1.852 1.432 5.120 0.868 
Recent discipline        
Yes 48 1.850 1.183 1.696 1.305 5.003 0.902 
No 352 1.944 1.332 1.897 1.441 5.115 0.867 
Recent transfer        
Yes 100 2.128 1.453 2.096 1.516 5.035 0.900 
No 300 1.868 1.261 1.798 1.389 5.124 0.862 
 
 
Table 13 depicts the mean burnout scores for perceptions of fairness in promotions, 
discipline and transfers. On the matter of promotional fairness, officers who rated promotions as 
unfair reported higher levels of burnout on emotional exhaustion (M = 2.343, SD = 1.333), 
cynicism (M = 2.263, SD 1.547), and professional efficacy (M = 5.008, SD = .896), than officers 
who rated promotion as fair or indifferent. With regard to disciplinary fairness, officers who 
reported that discipline was unfair reported the highest level of burnout for emotional exhaustion 
(M = 2.222, SD = 1.376) and cynicism (M = 2.221, SD = 1.625), but officers who indicated 
“indifferent” reported the highest level of burnout for professional efficacy (M = 4.817, SD = 
1.022). Similarly, officers who rated perceived fairness in transfers as unfair reported the highest 
levels of burnout for both emotional exhaustion (M = 2.177, SD = 1.423) and cynicism (M = 
2.357, SD = 1.654), but officers who responded with “indifferent” reported the highest levels of 




Table 13: Workplace Stressors—Mean Burnout Scores for Perceptions of Fairness in 
Promotions, Discipline, and Transfers 





  N M SD M SD M SD 
Promotional Fairness        
Fair 168 1.625 1.261 1.582 1.373 5.207 0.848 
Indifferent 100 1.924 1.215 1.926 1.286 5.030 0.865 
Unfair 134 2.343 1.333 2.263 1.547 5.008 0.896 
Discipline fairness        
Fair 180 1.688 1.280 1.628 1.332 5.305 0.694 
Indifferent 97 2.039 1.191 1.969 1.290 4.817 1.022 
Unfair 125 2.222 1.376 2.221 1.625 5.026 0.910 
Transfer fairness        
Fair 211 1.755 1.264 1.591 1.287 5.209 0.838 
Indifferent 103 2.111 1.250 2.120 1.407 4.938 0.891 
Unfair 88 2.177 1.423 2.357 1.654 5.032. 0.903 
 
Life-Event Stressors 
Mean burnout scores for life-event stressors are depicted in Table 14. Life-event stressors 
were measured as dichotomous (yes = 0/no = 1) variables and were recorded as events that had 
occurred in a person’s life within the 12 months prior to taking the survey. Originally, officers 
were assessed on all 43 life-event stressors identified in the Holmes and Rahe Social 
Readjustment Rating Scale (SRRS), but nine were selected for this study based on their 
theoretical association with the three dimensions of burnout as either a predictor or an outcome 
of burnout among police and corrections officers. The mean burnout scores for each of the nine 
life-event stressors selected for this study are depicted in Table 14. Of the nine stressors, for five 
of them, officers who responded “yes” to death of a spouse, recent divorce or marriage, change 
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in financial state, and change in number of arguments with a spouse reported higher levels of 
burnout across all three dimensions than officers who answered “no” to those questions.  
 
Table 14: Life-Event Stressors—Mean Burnout Scores for Recent Promotions, Discipline, and 
Transfers 





  N M SD M SD M SD 
Death of spouse        
Yes 9 2.422 1.124 2.089 1.015 4.611 1.474 
No 391 1.915 1.310 1.876 1.446 5.121 0.845 
Recent divorce        
Yes 36 2.161 1.319 1.956 1.165 5.120 0.967 
No 364 1.903 1.305 1.873 1.462 5.108 0.855 
Recent marriage        
Yes 54 1.996 1.187 1.772 1.108 5.012 1.029 
No 346 1.916 1.326 1.905 1.482 5.124 0.836 
Change of health of family 
member        
Yes 84 2.102 1.271 1.867 1.390 5.067 0.807 
No 316 1.880 1.314 1.884 1.451 5.120 0.880 
Change in financial state        
Yes 150 2.301 1.297 1.995 1.422 5.177 0.730 
No 250 1.864 1.312 1.812 1.445 5.068 0.935 
Change in # of arguments 
with spouse        
Yes 87 2.149 1.285 2.064 1.212 5.055 0.879 
No 313 1.865 1.309 1.829 1.491 5.124 0.861 
Change in work hours        
Yes 126 2.008 1.358 1.944 1.420 5.243 0.754 
No 274 1.889 1.284 1.851 1.447 5.048 0.905 
Change in sleep habits        
Yes 155 2.120 1.311 1.975 1.401 5.178 0.794 
No 245 1.804 1.293 1.820 1.459 5.065 0.905 
Change in eating habits        
Yes 148 1.958 1.296 1.789 1.407 5.166 0.799 




Burnout Model Reliability Analysis 
Assessing model reliability is important when conducting research to ensure that 
outcomes consistently measure the same construct. Internal reliability is assessed to determine 
whether the items contained in an instrument that consists of scales are interconnected enough to 
justify being linked together. Since the MBI consists of three different subscales that represent 
separate dimensions of burnout, establishing internal reliability is particularly important. To 
establish internal reliability, it is necessary to demonstrate that the different questions within 
each subscale consistently measure the dimensions of burnout.  
One of the most common methods of assessing internal reliability is the Cronbach’s alpha 
coefficient. Cronbach’s alpha was used by the authors of the MBI to establish internal reliability 
and it is used in this research. Table 15 depicts the Cronbach’s alpha statistic for the research 
sample and the MBI norming sample. As depicted in Table 10, there are three indexes, one for 
each dimension of burnout. In order to establish internal reliability within a subscale, the 
Cronbach’s alpha coefficient should be above .70 (Carmines & Zeller, 1979; Robinson, Shaver, 
& Wrightsman, 1991). With a Cronbach’s alpha greater than .70, it can be assumed that the 
scales within the instrument correlate with potential scales measuring the same construct using 
an instrument with identical questions (Norusis, 1985). 
 
Table 15: Cronbach's Alpha of MBI Norming Sample and Research Sample 
    MBI norming sample   Research sample 
Emotional exhaustion  0.89  0.88 
Cynicism  0.73  0.84 





The MBI-GS differs in several ways from the other two versions of the instrument. 
Unlike the MBI-ES (Educators) and the MBI-HSS (Human Services), which each have 22 items 
in the scale, the MBI-GS has only 16 items. In the MBI-GS, professional efficacy has the largest 
number of items with six. Exhaustion and cynicism each have five items within the scale. 
Measures of internal consistency for the MBI-GS were obtained from the Maslach Burnout 
Inventory Manual, Third Edition and were based on a North American sample of 3,727 
individuals. As depicted in Table 15, the Cronbach’s alpha score for emotional exhaustion for the 
research sample was .88, just slightly lower than the .89 reported in the MBI norming sample. 
For cynicism, the Cronbach’s alpha score for the norming sample was .73, but .84 for the 
research sample. Though the Cronbach’s alpha score was higher for the research sample, it was 
still within an acceptable range. The Cronbach’s alpha score for professional efficacy reported 
for the norming sample was .77, just slightly higher than .72 reported for the research sample.  
Chapter 3 Summary 
Chapter 3 described the research methods used for this study. Specific methods for 
collecting the data were discussed and a description of the research sample was provided. A 
description of the instrument used to assess burnout and a description of its reliability and 
validity were provided. In addition, a discussion of the dependent and independent variables 
included in each stage of analysis was provided, followed by a description of the survey response 
rate. Next, a statistical comparison between police and corrections officers in the research sample 
was made against the target population of officers to ascertain whether the research sample was 
representative of the target population of police and corrections officers. A descriptive analysis 
of the mean burnout scores for each of the variables used in the study was also provided. Last, 
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the statistics for the burnout model reliability analysis, which compared the Cronbach’s alpha 






CHAPTER 4: DATA ANALYSIS 
The purpose of this study was to identify correlates of burnout among police and 
corrections officers. From a review of the extant literature on burnout, several biographical 
factors, biographical stressors, occupational factors, workplace stressors and life-event stressors 
were identified as possible correlates to burnout. This study sought to identify the effects these 
variables have on the dimensions of burnout in order to develop a better understanding of the 
factors that contribute to the burnout phenomenon.  
Methods of Analysis 
A multi-stage analysis was conducted to explore the effects of biographical factors, 
biographical stressors, occupational factors, workplace stressors, and life-event stressors on 
burnout scores for police and corrections officers. During the first stage of analysis, multiple 
one-way ANOVA models were run on each of the three dimensions of burnout to compare 
variability of mean burnout scores between different groups and within groups based on the 
influence of biographical factors (gender, race/ethnicity, and age), biographical stressors (marital 
status and level of education), and occupational factors (primary occupational field, agency size, 
tenure, and rank). Also, during this stage, independent sample t-tests were conducted to assess 
differences in mean burnout scores based recent experiences with promotions, discipline, and 
transfers, since those variables were measured at a nominal level.  
In the second stage of analysis, multiple regression models were run to identify other 
variables that may have an extraneous influence on burnout among police and corrections 
officers. The multiple regression analysis for this study required different regression models for 
each dimension of burnout since there is no aggregate score for burnout. During this stage of 
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analysis, three separate models were run exploring the relationship between the dimensions of 
burnout and the various biographical factors, biographical stressors, and occupational factors to 
determine if any significant effects discovered in the first stage remained statistically significant 
in the presence of other variables.  
In order to use multiple regression analysis, the dependent variable must be a continuous 
variable. The dependent variables for this research are scores on the three dimensions of burnout 
as calculated from the MBI-General Survey (GS). All the independent variables in the regression 
models were either interval-level variables or categorical variables recoded into dummy 
variables.  
The third stage of analysis built on the regression models run in the previous stage by 
adding workplace stressor variables (recent promotion, transfer and discipline, and perceptions 
of fairness in promotion, transfer, and discipline) to assess the cumulative and individual 
contributions those variables had on burnout scores and to determine if any effects detected 
earlier were spurious or the result of some other organizational or individual level stressors as 
indentified in the extant literature.  
In the final stage of analysis, life-event stressors (death of a spouse; recently divorced; 
recently married; change in financial state; change in health of a family member; change in 
number of arguments with spouse; change in work hours, sleep hours, and eating habits) were 
added to the regression models to test for interaction effects and to make sure that the 
relationships indentified in earlier stages were real and not the result of a spurious relationship or 
some other organizational- or individual-level stressors as indentified in the extant literature.  
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Stage 1: One-Way ANOVA 
The use of parametric tests such as ANOVA requires that data be normally distributed 
(Pallant, 2005). To assess for normality, burnout dimension scores were assessed in several 
ways. First, the mean and median were reviewed for each of the three dimensions. Second, a 
histogram for each variable was visually inspected for normality. Last, a box-plot for each 
variable was visually inspected for normality and the presence of outliers. From this inspection, 
it was learned that the dimensions of emotional exhaustion and cynicism were positively skewed. 
A visual inspection of the box-plots for each dimension also revealed several outliers. The 
dimension of professional efficacy, on the other hand, had an extreme negative skew with many 
more outliers than the other two dimensions.  
Based on the type of skewness observed in the histograms, it was determined that a 
square-root transformation technique would be the most appropriate technique to normalize the 
distribution of scores for emotional exhaustion and cynicism (Tabachnik & Fidell, 1996). After 
conducting the square-root transformations, a visual inspection of the histograms revealed the 
scores approximated to a normal distribution for both variables. A review of the box-plots 
indicated no outliers were present in the data.  
To achieve a normal distribution for professional efficacy scores, reflect and inverse 
transformation technique was considered the most appropriate method for a distribution with an 
extreme negative skew (Tabachnik & Fidell, 1996). Inverse transformations have the effect of 
reducing large numbers into smaller numbers and transforming small numbers into larger 
numbers. Moreover, inverse transformations reverse order the original scores, which makes 
interpretation of the data difficult. To counter that effect, the data are reflected prior to the 
inverse transformation, which maintains the original ordering of scores. After conducting the 
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transformation, a visual inspection of the histogram revealed the efficacy scores approximated to 
a normal distribution. A review of the box-plots indicated no outliers were present in the data.  
A comparison of the transformed burnout values with the original values is presented in 
Table 16.  
 
Table 16: Comparison of Original and Transformed Mean Burnout Scores 
    Original values Transformed values 
  N M SD M SD 
Emotional exhaustion 405 1.937 1.309 1.2887 0.5262 
Cynicism  405 1.885 1.439 1.2367 0.597 
Professional efficacy 405 5.097 0.878 0.6289 0.2478 
 
 
For the remainder of this study, the transformed values will be reported, since they will 
be used for the inferential analysis.  
During this stage of analysis, several one-way ANOVA models were run using the three 
dimensions of burnout as the dependent variable. The independent variables used for this 
analysis included biographical factors (gender, race/ethnicity, and age), biographical stressors 
(marital status and level of education) occupational factors (occupational type, agency size, 
tenure, and rank) and workplace stressors for perceptions of fairness (promotions, discipline, and 
transfers). Gender, despite being a variable with two levels, was analyzed using one-way 
ANOVA analysis rather than t-tests since both techniques are used to compare sample means. 
For each dimension of burnout, a separate one-way ANOVA analysis was run on each of the 
variables hypothesized to have an effect on burnout scores. If a statistically significant difference 
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was found during any of the ANOVA models, a post-hoc comparison using the Tukey HSD test 
was evaluated to determine where the difference occurred between the groups.  
Differences on mean burnout scores for workplace stressors related to an officer’s recent 
experience with promotions, discipline, and transfers were assessed using repeated t-tests for 
independent samples.  
Emotional Exhaustion  
Discussion of Emotional Exhaustion ANOVA Test Results 
The results of the one-way ANOVA models run using emotional exhaustion as the 
dependent variable and the variables within the categories of biographical factors, biographical 
stressors, occupational factors, and workplace stressors as the independent variables are 
presented in Table 17. In the one-way ANOVA models for emotional exhaustion, only gender 
[F (1, 403) = 6.724, p = .010] was found to be statistically significant at the p < .05 level of 
significance among the variables in the biographical factors category. Though the difference in 
mean scores between gender and emotional exhaustion was found to be significant, the actual 
difference in mean burnout scores was small. The calculated effect size, using eta squared, was 




Table 17: Emotional Exhaustion—Stage 1 Statistical Models 
  One-Way ANOVA One Sample t-tests 
Biographical factors F df Sig.     
 Gender 1.835* 1 0.01      
 Race/ethnicity 0.304 3 1.099      
 Age 0.12 2 0.431      
Biographical stressors F df Sig.     
 Marital status 0.706 2 0.494      
 Level of education 0.7 4 0.592      
Occupational factors F df Sig.     
 Occupational type 0.443 1 0.506      
 Agency size 1.941 2 0.145      
 Tenure 3.353* 3 0.019      
 Rank 4.378* 2 0.013      
Workplace stressors F df Sig.  t N Sig. 
 Recent promotion      46 400 0.519 
 Recent discipline      10  0.682 
 Recent transfer      40  0.181 
 Promotional fairness 12.927* 2 .000      
 Discipline fairness 7.74* 2 0.001      
 Transfer fairness 4.175* 2 0.016       
*Difference is significant at the .05 level     
 
 
Within the category for biographical stressors, neither marital status nor level of 
education was found to be statistically significant in the one-way ANOVA models. However, 
several variables within the occupational type and workplace stressor categories were found to 
be statistically significant at the p < .05 level. Within the occupational type category, a 
statistically significant difference was found at the p < .05 level of significance between 
emotional exhaustion and tenure [F (3, 400) = 3.353, p = .019] and rank [F (2, 396) = 1.192, p = 
.013]. Regarding the latter, a review of the Levene test for homogeneity of variance for rank and 
emotional exhaustion indicated a significant difference in variance between the groups (p = 
.018), which is a violation of one of the assumptions of ANOVA (Pallant, 2005). However, a 
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subsequent review of the Welch (p = .002) and Brown-Forsythe (p = .001) robust test of equality 
statistics, which provides an alternative version of the F statistic produced in the one-way 
ANOVA analysis, indicated a statistically significant difference between groups at the p < .05 
level of significance.  
In the workplace stressors category, to assess differences in mean burnout scores for 
emotional exhaustion and recent experiences with promotions, discipline, and transfers, a series 
of independent sample t-tests were conducted. Specifically, independent sample t-tests were 
conducted to assess for differences in mean burnout scores for each of the dimensions of burnout 
for officers who had recently experienced a promotion, discipline, or transfer with officers who 
had not had those experiences. Since recent experience with promotion, discipline, and transfers 
were measured as dichotomous (yes/no) variables, independent sample t-tests were used instead 
of one-way ANOVA models.  
Before reporting on the results of the independent sample t-tests, a review of the 
Levene’s test of equality of variances was conducted for each of the tests to ensure the 
assumption of homogeneity of variances was not violated. A review of the Levene’s test of 
equality of means revealed a level of significance less than .05, allowing for an interpretation of 
the results that equal variances were assumed. Table 17 depicts the result of the independent 
sample t-tests. As depicted in Table 17, none of the independent t-tests detected a statistically 
significant difference in mean burnout scores for any of the three dimensions of burnout between 
officers who had recently experienced a promotion, discipline, or a transfer and officers who had 
not experienced one of those events.  
Unlike the variables measuring recent experience with promotion, discipline and 
transfers, which were measured as dichotomous (yes/no) variables, perceptions of fairness were 
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measured using a 7-point Likert scale, with 1 indicating very fair and 7 indicating very unfair. 
For the one-way ANOVA analysis, perceptions of fairness were re-coded into new variables with 
three categories—fair, indifferent, and unfair—in order to meet the requirements of ANOVA and 
to make the interpretations more straightforward. For the new variables, scores of 1-3 were 
coded as fair; a score of 4 was coded as indifferent; and scores of 5-7 were coded as unfair.  
Table 17 presents the results of the one-way ANOVA models run using emotional 
exhaustion as the dependent variable and the categorical ratings on perceptions of fairness in 
promotions, discipline, and transfers as the independent variables. The one-way ANOVA models 
for emotional exhaustion and promotional fairness [F (2, 400) = 12.927, p = .000] discipline 
fairness [F (2, 401) = 7.740, p = .001], and transfer fairness [F (2, 400) = 4.175, p = .016] detect 
statistically significant differences between groups at the p < .05 level of significance.  
A review of the Levene’s test for homogeneity of variance for emotional exhaustion and 
perceptions of fairness in promotions indicated a significant difference in levels of variance 
between groups (p = .031), a violation of one of the assumptions of ANOVA. Nonetheless, a 
subsequent review of the Welch (p = .000) and Brown-Forsythe (p = .000) robust test of equality 
statistics indicated a statistically significant difference between groups at the p < .05 level of 
significance.  
Discussion of Post-Hoc Test Results  
The reason for running one-way ANOVA models during this stage of analysis was to 
determine if differences in mean burnout scores existed within groups. However, if a statistically 
significant difference was detected between groups, the F statistic from the one-way ANOVA 
analysis does not specify where the difference exists between groups. When conducting an 
71 
 
ANOVA test with three or more groups, it is necessary to conduct post-hoc tests. In this stage of 
analysis, Tukey post-hoc comparisons were conducted if all the assumptions of the ANOVA 
tests were met. In the event one or more of the assumptions were violated, the Games-Howell 
post-hoc test was used as an alternate test.  
A subsequent Tukey post-hoc comparison presented in Table 18 revealed there was a 
significant difference in mean burnout scores for emotional exhaustion and tenure (p = .015) 
between officers with 0-5 years of tenure and officers with 11-15 years of tenure, indicating 
officers with 11-15 years of tenure reported higher levels of burnout for emotional exhaustion 
than officers with 0-5 years of tenure.  
 














6-10 years -.10832 .06408 .330 -.2736 .0570 
11-15 years -
.24752* 
.08243 .015 -.4602 -.0348 
16 or more 
years 
-.07327 .08876 .842 -.3023 .1557 
6-10 years 
  
0-5 years .10832 .06408 .330 -.0570 .2736 
11-15 years -.13920 .09175 .428 -.3759 .0975 
16 or more 
years 
.03506 .09747 .984 -.2164 .2865 
11-15 years 
  
0-5 years .24752* .08243 .015 .0348 .4602 
6-10 years .13920 .09175 .428 -.0975 .3759 
16 or more 
years 
.17425 .11041 .392 -.1106 .4591 
16 or more 
years   
0-5 years .07327 .08876 .842 -.1557 .3023 
6-10 years -.03506 .09747 .984 -.2865 .2164 
11-15 years -.17425 .11041 .392 -.4591 .1106 
*Mean difference significant at the .05 level.  
72 
 
In the one-way ANOVA analysis of emotional exhaustion, the Levine’s test for 
homogeneity of variance indicated a significant difference in variance between groups (p = 
.013), which was a violation of one of the assumptions of ANOVA. However, a review of the 
Welch and Brown-Forsythe robust test of equality statistics indicated the differences between 
groups was statistically significant at the p < .05 level. Still, due to the difference in variance, the 
Games-Howell post-hoc test was used to detect where the contrast existed between groups. The 
Games-Howell post-hoc test was selected because it does not assume equal variance and sizes 
between groups (Field, 2001). Since the results of the Games-Howell post-hoc test are 
considered liberal, the results are presented along with the Tukey HSD post-hoc test results, 
which are considered to be more conservative. As depicted in Table 19, there is a statistically 
significant difference in mean burnout scores between officers and sergeants (p < .003), 





















corporal sergeant -.09259 .13261 .765 -.4046 .2194 
officer .16256 .09653 .213 -.0645 .3896 
sergeant corporal .09259 .13261 .765 -.2194 .4046 
officer .25515* .09942 .029 .0213 .4890 
officer corporal -.16256 .09653 .213 -.3896 .0645 
sergeant -.25515* .09942 .029 -.4890 -.0213 
Games-
Howell 
corporal sergeant -.09259 .09978 .625 -.3324 .1472 
officer .16256 .07959 .115 -.0309 .3560 
sergeant corporal .09259 .09978 .625 -.1472 .3324 
officer .25515* .07322 .003 .0771 .4332 
officer corporal -.16256 .07959 .115 -.3560 .0309 
sergeant -.25515* .07322 .003 -.4332 -.0771 
*Difference significant at the .05 level.  
 
As in the one-way ANOVA analysis of emotional exhaustion and rank, the Levine’s test 
for homogeneity of variance indicated a significant difference in variance between groups for 
emotional exhaustion and perceptions of promotional fairness (p = .031). However, a review of 
the Welch and Brown-Forsythe robust test of equality statistics indicated the differences between 
groups was statistically significant at the p < .05 level. The Games-Howell post-hoc test, 
presented in Table 20, revealed mean burnout scores between ratings of fair and indifferent 
(p = .035) and fair and unfair (p = .000), indicating that officers who perceived promotions as 

























Indifferent -.15887* .06465 .038 -.3110 -.0068 
Unfair -.29975* .05916 .000 -.4389 -.1606 
Indifferent 
  
Fair .15887* .06465 .038 .0068 .3110 
Unfair -.14088 .06753 .094 -.2998 .0180 
Unfair 
  
Fair .29975* .05916 .000 .1606 .4389 






Indifferent -.15887* .06359 .035 -.3088 -.0089 
Unfair -.29975* .05978 .000 -.4406 -.1589 
Indifferent 
  
Fair .15887* .06359 .035 .0089 .3088 
Unfair -.14088 .06265 .065 -.2887 .0070 
Unfair 
  
Fair .29975* .05978 .000 .1589 .4406 
Indifferent .14088 .06265 .065 -.0070 .2887 
*The mean difference is significant at the .05 level 
 
A Tukey post-hoc test, depicted in Table 21, was conducted to identify where the contrast 
in burnout scores between emotional exhaustion and perceptions of fairness in discipline 
occurred. The result of the Tukey post-hoc test detected a statistically significant difference in 
burnout scores at the .05 level of significance between ratings of fair and ratings of indifferent 
(p = .018), and ratings of fair and unfair (p = .001), indicating that officers who were indifferent 
or who perceived discipline to be unfair experienced higher levels of emotional exhaustion than 
officers who rated discipline as fair.  
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Table 21: Post-Hoc Comparisons—Emotional Exhaustion and Discipline Fairness 
  




95% Confidence Interval 
Lower 
bound Upper bound 
Fair 
  
Indifferent -.17758* .06498 .018 -.3304 -.0247 
Unfair -.21994* .06012 .001 -.3614 -.0785 
Indifferent 
  
Fair .17758* .06498 .018 .0247 .3304 
Unfair -.04236 .06971 .816 -.2064 .1216 
Unfair 
  
Fair .21994* .06012 .001 .0785 .3614 
Indifferent .04236 .06971 .816 -.1216 .2064 
*The mean difference is significant at the .05 level.  
 
A final Tukey post-hoc test, presented in Table 22, was conducted to identify where the 
contrast in burnout scores between emotional exhaustion and perceptions of fairness in transfers 
occurred. The result of the Tukey post-hoc test detected a statistically significant difference in 
burnout scores at the .05 level of significance between ratings of fair and ratings of indifferent 
(p = .046), indicating that officers who were indifferent to perceived fairness in transfers 
experienced higher levels of emotional exhaustion than officers who rated discipline as fair.  
 
















Indifferent -.14836* .06216 .046 -.2946 -.0021 
Unfair -.15087 .06584 .058 -.3057 .0040 
Indifferent 
  
Fair .14836* .06216 .046 .0021 .2946 
Unfair -.00251 .07515 .999 -.1793 .1743 
Unfair 
  
Fair .15087 .06584 .058 -.0040 .3057 
Indifferent .00251 .07515 .999 -.1743 .1793 





Discussion of Cynicism ANOVA Test Results 
Table 23 presents the results of the one-way ANOVA models run using cynicism as the 
dependent variable and the variables within the categories of biographical factors, biographical 
stressors, occupational factors, and workplace stressors as the independent variables. In the one-
way ANOVA models for cynicism, only race/ethnicity [F (3, 401) = 4.309, p = .005] was found 
to be statistically significant at the p < .05 level of significance among the variables in the 
biographical factors category. Though the difference in mean scores between gender and 
emotional exhaustion was found to be significant, the actual difference in mean burnout scores 
was small. The calculated effect size, using eta squared, was only .031, which is considered 




Table 23: Cynicism Efficacy—Stage 1 Statistical Models 
  One-Way ANOVA One Sample t-tests 
Biographical factors F df Sig.  
 
   
 Gender 1.039 1 0.309     
 Race/ethnicity 4.309* 3 0.005     
 Age 1.247 2 0.288     
Biographical stressors F df Sig.     
 Marital status 0.113 2 0.893    
 Level of education 0.911 4 0.457    
Occupational factors F df Sig.     
 Occupational type 0.263 1 0.608     
 Agency size 0.503 2 0.605      
 Tenure 4.181* 3 0.006      
 Rank 0.883 2 0.415      
Workplace stressors F df Sig.  t N Sig. 
 Recent promotion      93 400 0.234 
 Recent discipline      34  0.594 
 Recent transfer      78  0.14 
 Promotional fairness 10.211* 2 0.000      
 Discipline fairness 6.506* 2 0.002      
 Transfer fairness 10.19* 2 0.000       
*Difference significant at the .05 level. 
 
Within the category for biographical stressors, neither marital status nor level of 
education was found to be statistically significant in the one-way ANOVA models. However, 
several variables within the occupational type and workplace stressor categories were found to 
be statistically significant at the p < .05 level. Within the occupational type category, a 
statistically significant difference was found at the p < .05 level of significance between 
cynicism and tenure [F (3, 400) = 4.181, p = .006]. Though the difference was found to be 
statistically significant, the actual difference in mean burnout scores for cynicism and tenure was 
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small. The calculated effect size, using eta squared, was only .030, which is considered small 
(Cohen, 1988).  
Regarding the latter, a review of the Levene test for homogeneity of variance for rank and 
emotional exhaustion indicated a significant difference in variance between the groups (p = 
.018), which is a violation of one of the assumptions of ANOVA (Pallant, 2005). However, a 
subsequent review of the Welch (p = .002) and Brown-Forsythe (p = .001) robust test of equality 
statistics, which provides an alternative version of the F statistic produced in the one-way 
ANOVA analysis, indicated a statistically significant difference between groups at the p < .05 
level of significance.  
In the workplace stressors category, to assess differences in mean burnout scores for 
cynicism and recent experiences with promotions, discipline, and transfers, a series of 
independent sample t-tests were conducted. As depicted in Table 23, none of the independent t-
tests detected a statistically significant difference in mean burnout scores for any of the three 
dimensions of burnout between officers who had recently experienced a promotion, discipline, or 
a transfer and officers who had not experienced one of those events.  
Unlike the variables measuring recent experience with promotion, discipline, and 
transfers, which were measured as dichotomous (yes/no) variables, perceptions of fairness were 
measured using a 7-point Likert scale, with 1 indicating very fair and 7 indicating very unfair. 
For the one-way ANOVA analysis, perceptions of fairness were re-coded into new variables with 
three categories: fair, indifferent, and unfair in order to meet the requirements of ANOVA and to 
make the interpretations more straightforward. For the new variables, scores of 1-3 were coded 
as fair; a score of 4 was coded as indifferent, and scores of 5-7 were coded as unfair.  
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The results of the one-way ANOVA models run using cynicism as the dependent variable 
and the categorical ratings on perceptions of fairness in promotions, discipline, and transfers as 
the independent variables are presented in Table 23. The one-way ANOVA models for cynicism 
and promotional fairness [F (2, 400) = 10.211, p = .000], discipline fairness [F (2, 401) = 6.506, 
p = .002], and transfer fairness [F (2, 400) = 10.190, p = .000] detected statistically significant 
differences between groups at the p < .05 level of significance. Though the differences were 
found to be statistically significant, the actual differences in mean burnout scores for cynicism 
and promotional fairness, discipline fairness, and transfer fairness were small. The calculated 
effect sizes, using eta squared, for cynicism and promotional fairness (.048), discipline fairness 
(.031), and transfer fairness (.048) were considered small (Cohen, 1988).  
For the ANOVA model run between cynicism and perceptions of fairness in discipline, a 
review of the Levene’s test for homogeneity of variance indicated a significant difference in 
variance between groups (p = .044), a violation of one of the assumptions of ANOVA. 
Nonetheless, a subsequent review of the Welch (p = .002) and Brown-Forsythe (p = .001) robust 
test of equality statistics indicated a statistically significant difference between groups at the 
p < .05 level of significance.  
Discussion of Post-Hoc Test Results  
The reason for running one-way ANOVA models during this stage of analysis was to 
determine if differences in mean burnout scores existed within groups. However, if a statistically 
significant difference was detected between groups, the F statistic from the one-way ANOVA 
analysis does not specify where the difference exists between groups. When conducting an 
ANOVA test with three or more groups, it is necessary to conduct post-hoc tests. In this stage of 
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analysis, Tukey post-hoc comparisons were conducted if all the assumptions of the ANOVA 
tests were met. In the event one or more of the assumptions were violated, the Games-Howell 
post-hoc test was used as an alternate test.  
The results of a Tukey post-hoc comparison presented in Table 24 revealed a significant 
difference in mean burnout scores for cynicism and race/ethnicity at the .05 level of significance 
between Latino/Hispanic officers and White/Caucasian officers (p = .003), indicating White 
Caucasian officers reported higher mean scores for cynicism than Latino/Hispanic officers.  
 














Latino/Hispanic .12291 .09087 .530 -.1115 .3573 
White/Caucasian -.13682 .07715 .288 -.3358 .0622 
Other -.04206 .15052 .992 -.4304 .3463 
Latino/Hispanic Black/African-
American 
-.12291 .09087 .530 -.3573 .1115 
White/Caucasian -.25973* .07424 .003 -.4513 -.0682 
Other -.16497 





.13682 .07715 .288 -.0622 .3358 
Latino/Hispanic .25973* .07424 .003 .0682 .4513 
Other .09476 .14111 .908 -.2693 .4588 
Other Black/African-
American 
.04206 .15052 .992 -.3463 .4304 
Latino/Hispanic .16497 .14906 .686 -.2196 .5495 
White/Caucasian -.09476 .14111 .908 -.4588 .2693 
*The mean difference significant at the .05 level.  
 
The Tukey post-hoc comparison presented in Table 25 revealed a significant difference in 
mean burnout scores for cynicism and tenure at the .05 level of significance between officers 
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with 0-5 years of tenure and officers with 6-10 years of tenure (p = .005), indicating officers with 
6-10 years of tenure reported higher levels of burnout for cynicism than officers with 0-5 years 
of tenure.  
 
Table 25: Post Hoc Comparisons—Cynicism and Tenure 
  












6-10 years -.24303* .07253 .005 -.4301 -.0559 
11-15 years -.17652 .09329 .233 -.4172 .0642 
16 or more years -.07273 .10046 .887 -.3319 .1864 
6-10 years 
  
0-5 years .24303* .07253 .005 .0559 .4301 
11-15 years .06651 .10383 .919 -.2014 .3344 
16 or more years .17030 .11031 .412 -.1143 .4549 
11-15 years 
  
0-5 years .17652 .09329 .233 -.0642 .4172 
6-10 years -.06651 .10383 .919 -.3344 .2014 
16 or more years .10379 .12495 .840 -.2186 .4262 
16 or more years 
  
0-5 years .07273 .10046 .887 -.1864 .3319 
6-10 years -.17030 .11031 .412 -.4549 .1143 
11-15 years -.10379 .12495 .840 -.4262 .2186 
*The mean difference significant at the .05 level.  
 
The Tukey post-hoc comparison presented in Table 26 revealed a significant difference in 
mean burnout scores for cynicism and perceptions of fairness in promotions at the .05 level of 
significance between ratings of fair and indifferent (p = .025) and ratings of fair and unfair 
(p = .000), indicating that officers who were indifferent or who perceived promotions as unfair 




Table 26: Post-Hoc Comparisons—Cynicism and Promotional Fairness 
  












Indifferent -.19266* .07381 .025 -.3663 -.0190 
Unfair -.29939* .06754 .000 -.4583 -.1405 
Indifferent 
  
Fair .19266* .07381 .025 .0190 .3663 
Unfair -.10673 .07710 .350 -.2881 .0746 
Unfair 
  
Fair .29939* .06754 .000 .1405 .4583 
Indifferent .10673 .07710 .350 -.0746 .2881 
*The mean different significant at the .05 level 
 
In the one-way ANOVA analysis of cynicism and disciplinary fairness, the Levine’s test 
for homogeneity of variance indicated a significant difference in variance between groups 
(p = .044). However, since the Welch (p = .002) and Brown-Forsythe (p = .001) robust test of 
equality statistics indicated the differences between groups were statistically significant at the 
p < .05 level, the Games-Howell post-hoc test was conducted because it does not assume equal 
variance or sizes between groups (Field, 2001). Since the results of the Games-Howell post-hoc 
test are considered liberal, the results are presented along with the Tukey HSD post-hoc test 
results, which are considered to be more conservative. As depicted in Table 27, there is a 
statistically significant difference in mean burnout scores for cynicism between ratings of fair 
and unfair (p = .002) and ratings of fair and indifferent (p = .034), indicating that officers who 
rated themselves indifferent or who rated discipline as unfair reported higher scores for burnout 























Indifferent -.18490* .07398 .034 -.3589 -.0109 
Unfair -.22979* .06845 .002 -.3908 -.0688 
Indifferent 
  
Fair .18490 .07398 .034 .0109 .3589 
Unfair -.04488 .07937 .839 -.2316 .1418 
Unfair 
  
Fair .22979* .06845 .002 .0688 .3908 






Indifferent -.18490* .06808 .019 -.3455 -.0243 
Unfair -.22979* .07162 .004 -.3986 -.0610 
Indifferent 
  
Fair .18490 .06808 .019 .0243 .3455 
Unfair -.04488 .07500 .821 -.2219 .1321 
Unfair 
  
Fair .22979* .07162 .004 .0610 .3986 
Indifferent .04488 .07500 .821 -.1321 .2219 
*The mean difference significant at the .05 level.  
 
The final Tukey post-hoc comparison conducted in this section, presented in Table 28, 
revealed a significant difference in mean burnout scores for cynicism and perceptions of fairness 
in transfers at the .05 level of significance between ratings of fair and indifferent (p = .003) and 
ratings of fair and unfair (p = .000), indicating that officers who were indifferent or who rated 




Table 28: Post-Hoc Comparisons—Cynicism and Transfer Fairness 
  
Transfer fairness Mean 









Indifferent -.23046* .07002 .003 -.3952 -.0658 
Unfair -.29378* .07416 .000 -.4682 -.1193 
Indifferent 
  
Fair .23046* .07002 .003 .0658 .3952 
Unfair -.06332 .08464 .735 -.2624 .1358 
Unfair 
  
Fair .29378* .07416 .000 .1193 .4682 
Indifferent .06332 .08464 .735 -.1358 .2624 
*The mean difference significant at the .05 level.  
 
Professional Efficacy 
Discussion of Professional Efficacy ANOVA Test Results 
Table 29 presents the results of the one-way ANOVA models run using professional 
efficacy as the dependent variable and the variables within the categories of biographical factors, 
biographical stressors, occupational factors, and workplace stressors as the independent 
variables. In the one-way ANOVA models for professional efficacy, only race/ethnicity F (3, 
401) = 3.986, p = .008] was found to be statistically significant at the p < .05 level of 
significance among the variables in the biographical factors category. Though the difference in 
mean scores between race/ethnicity and professional efficacy was found to be significant in the 
one-way ANOVA model, a review of the Levene test for homogeneity of variance indicated a 
significant difference in variance between the groups (p = .010), which is a violation of one of 
the assumptions of ANOVA (Pallant, 2005). However, a subsequent review of the Welch (p = 
.010) and Brown-Forsythe (p = .011) robust test of equality statistics, which provides an 
85 
 
alternative version of the F statistic produced in the one-way ANOVA analysis, indicated a 
statistically significant difference between groups at the p < .05 level of significance.  
 
Table 29: Professional Efficacy—Stage 1 Statistical Models 
  One-Way ANOVA One Sample t-tests 
Biographical factors F df Sig.     
 Gender 0.368 1 0.545    
 Race/ethnicity 3.986* 3 0.008    
 Age 0.114 2 0.892    
Biographical stressors F df Sig.     
 Marital status 0.539 2 0.584    
 Level of education 0.812 4 0.518    
Occupational factors F df Sig.     
 Occupational type 0.800 1 0.372    
 Agency size 3.216* 2 0.041    
 Tenure 0.245 3 0.865      
 Rank 1.127 2 0.325      
Workplace stressors F df Sig.  t  Sig. 
 Recent promotion      77 400 0.202 
 Recent discipline      81  0.435 
 Recent transfer      14  0.416 
 Promotional fairness 3.485* 2 0.032      
 Discipline fairness 9.197* 2 0.000      
 Transfer fairness 5.129* 2 0.006       
 
 
In the workplace stressors category, to assess differences in mean burnout scores for 
professional efficacy and recent experiences with promotions, discipline, and transfers, a series 
of independent sample t-tests were conducted. As depicted in Table 29, none of the independent 
t-tests detected a statistically significant difference in mean burnout scores for any of the three 
dimensions of burnout between officers who had recently experienced a promotion, discipline, or 
a transfer and officers who had not experienced one of those events.  
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Unlike the variables measuring recent experience with promotion, discipline, and 
transfers, which were measured as dichotomous (yes/no) variables, perceptions of fairness were 
measured using a 7-point Likert scale, with 1 indicating very fair and 7 indicating very unfair. 
For the one-way ANOVA analysis, perceptions of fairness were re-coded into new variables with 
three categories—fair, indifferent, and unfair—in order to meet the requirements of ANOVA and 
to make the interpretations more straightforward. For the new variables, scores of 1-3 were 
coded as fair; a score of 4 was coded as indifferent; and, scores of 5-7 were coded as unfair.  
Table 29 presents the results of the one-way ANOVA models run using professional 
efficacy as the dependent variable and the categorical ratings on perceptions of fairness in 
promotions, discipline, and transfers as the independent variables. The one-way ANOVA models 
for cynicism and promotional fairness [F (2, 400) = 3.485, p = .032], discipline fairness [F (2, 
401) = 9.197, p = .000], and transfer fairness [F (2, 400) = 5.129, p = .006] detected statistically 
significant differences between groups at the p < .05 level of significance. Though the 
differences were found to be statistically significant, the actual differences in mean burnout 
scores for cynicism and promotional fairness, discipline fairness, and transfer fairness were 
small. The calculated effect sizes, using eta squared, for cynicism and promotional fairness 
(.017), discipline fairness (.044), and transfer fairness (.025) were considered small (Cohen, 
1988).  
For the ANOVA model run between professional efficacy and perceptions of fairness in 
discipline, a review of the Levene’s test for homogeneity of variance indicated a significant 
difference in variance between groups (p = .019), a violation of one of the assumptions of 
ANOVA. Nonetheless, a subsequent review of the Welch (p = .000) and Brown-Forsythe 
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(p = .000) robust test of equality statistics indicated a statistically significant difference between 
groups at the p < .05 level of significance.  
Discussion of Post-Hoc Test Results 
The reason for running one-way ANOVA models during this stage of analysis was to 
determine if differences in mean burnout scores existed within groups. However, if a statistically 
significant difference was detected between groups, the F statistic from the one-way ANOVA 
analysis does not specify where the difference exists between groups. When conducting an 
ANOVA test with three or more groups, it is necessary to conduct post-hoc tests. In this stage of 
analysis, Tukey post-hoc comparisons were conducted if all the assumptions of the ANOVA 
tests were met. In the event one or more of the assumptions were violated, the Games-Howell 
post-hoc test was used as an alternate test.  
In the one-way ANOVA analysis of professional efficacy and race/ethnicity, the Levine’s 
test for homogeneity of variance indicated a significant difference in variance between groups 
(p = .010), which was a violation of one of the assumptions of ANOVA. However, a review of 
the Welch (p = .010) and Brown-Forsythe (p = .011) robust test of equality statistics indicated 
the differences between groups was statistically significant at the p < .05 level. Still, due to the 
difference in variance, the Games-Howell post-hoc test was used to detect where the contrast 
existed between groups. The Games-Howell post-hoc test was selected because it does not 
assume equal variance and sizes between groups (Field, 2001). Since the results of the Games-
Howell post-hoc test are considered liberal, the results are presented along with the Tukey HSD 
post-hoc test results, which are considered to be more conservative. As depicted in Table 30, a 
statistically significant difference at the p < .05 level of significance was not detected between 
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any of the groups, though the differences in mean burnout scores between White/Caucasian 
officers and Latino/Hispanic officers (p < .062) and officers listed as “other” (p < .084) would 
























-.01917 .03775 .957 -.1166 .0782 
White/ 
Caucasian 
.06168 .03205 .219 -.0210 .1444 





.01917 .03775 .957 -.0782 .1166 
White/ 
Caucasian 
.08086 .03085 .045 .0013 .1604 





-.06168 .03205 .219 -.1444 .0210 
Latino/ 
Hispanic 
-.08086 .03085 .045 -.1604 -.0013 
Other -.13987 .05863 .081 -.2911 .0114 
Other Black/African-
American 
.07819 .06254 .595 -.0831 .2395 
Latino/ 
Hispanic 
.05902 .06193 .776 -.1007 .2188 
White/ 
Caucasian 







-.01917 .04085 .966 -.1252 .0868 
White/ 
Caucasian 
.06168 .03346 .258 -.0254 .1488 





.01917 .04085 .966 -.0868 .1252 
White/ 
Caucasian 
.08086 .03216 .062 -.0027 .1645 
Other -.05902 .06008 .760 -.2227 .1046 
White/Caucasian Black/African-
American 
-.06168 .03346 .258 -.1488 .0254 
Latino/Hispanic -.08086 .03216 .062 -.1645 .0027 
Other -.13987 .05532 .084 -.2939 .0142 
Other Black/African-
American 
.07819 .06078 .578 -.0870 .2434 
Latino/Hispanic .05902 .06008 .760 -.1046 .2227 
White/Caucasian .13987 .05532 .084 -.0142 .2939 




For professional efficacy and agency size, Tukey post-hoc comparison presented in Table 
31 indicated a significant difference in mean burnout scores between agencies with 0-99 officers 
and agencies with 1,000 officers or more (p = .037), indicating officers from smaller agencies (0-
99 officers) reported higher levels of burnout on professional efficacy than officers from the 
largest agencies with 1,000 or more officers. 
  
Table 31: Post Hoc Comparisons—Professional Efficacy and Agency Size 
  















-.04275 .03509 .443 -.1253 .0398 
1000 or more 
officers 
-.08475* .03434 .037 -.1655 -.0040 
100-999 officers 
  
0-99 officers .04275 .03509 .443 -.0398 .1253 
1000 or more 
officers 
-.04200 .02826 .299 -.1085 .0245 
1000 or more 
officers 
  
0-99 officers .08475* .03434 .037 .0040 .1655 
100-999 
officers 
.04200 .02826 .299 -.0245 .1085 
*The mean difference significant at the .05 level.  
 
The Tukey post-hoc comparison presented in Table 32 for perceptions of fairness in 
promotions and professional efficacy did not detect a significant difference in mean burnout 
scores at the .05 level of significance for any of the fairness categories, though the difference 
between ratings of fair and unfair (p = .059) and fair and indifferent (p = .062) would have 
reached significance had a one tailed solution at the .05 level been used in this study. The result 
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of the Tukey post-hoc test suggests that officers who perceived promotions to be unfair or were 
indifferent experienced higher levels of burnout on the professional efficacy dimension than 
officers who rated promotions as fair.  
 
Table 32: Post-Hoc Comparisons—Professional Efficacy and Promotional Fairness 
  
Promotional fairness Mean 









Indifferent .06637 .03106 .084 -.0067 .1394 
Unfair .06499 .02842 .059 -.0019 .1318 
Indifferent 
  
Fair -.06637 .03106 .084 -.1394 .0067 
Unfair -.00138 .03244 .999 -.0777 .0749 
Unfair 
  
Fair -.06499 .02842 .059 -.1318 .0019 
Indifferent .00138 .03244 .999 -.0749 .0777 
*The mean difference significant at the .05 level.  
 
In the one-way ANOVA analysis of professional efficacy and disciplinary fairness, the 
Levine’s test for homogeneity of variance indicated a significant difference in variance between 
groups (p = .044). However, since the Welch (p = .002) and Brown-Forsythe (p = .001) robust 
test of equality statistics indicated the differences between groups were statistically significant at 
the p < .05 level, the Games-Howell post-hoc test was conducted because it does not assume 
equal variance or sizes between groups (Field, 2001). Since the results of the Games-Howell 
post-hoc test are considered liberal, the results are presented along with the Tukey HSD post-hoc 
test results, which are considered to be more conservative. As depicted in Table 33, there is a 
statistically significant difference in mean burnout scores for professional efficacy between 
ratings of fair and indifferent (p = .000), indicating that officers who rated themselves as 
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indifferent on fairness in discipline reported higher levels of burnout on the dimension of 
professional efficacy.  The mean differences in ratings of fair and unfair were not statistically 
significant at the .05 level (p < .097) in the post-hoc analysis, but would have been significant at 
the .05 level had a one-tailed solution been employed.    
 
Table 33: Post-Hoc Comparisons—Professional Efficacy and Discipline Fairness 
  

















Indifferent .12931* .03043 .000 .0577 .2009 
Unfair .06077 .02816 .080 -.0055 .1270 
Indifferent 
  
Fair -.12931* .03043 .000 -.2009 -.0577 
Unfair -.06854 .03265 .091 -.1453 .0083 
Unfair 
  
Fair -.06077 .02816 .080 -.1270 .0055 






Indifferent .12931* .02882 .000 .0613 .1973 
Unfair .06077 .02925 .097 -.0082 .1297 
Indifferent 
  
Fair -.12931* .02882 .000 -.1973 -.0613 
Unfair -.06854 .03251 .090 -.1452 .0082 
Unfair 
  
Fair -.06077 .02925 .097 -.1297 .0082 
Indifferent .06854 .03251 .090 -.0082 .1452 
*The mean difference significant at the .05 level 
 
In the final Tukey post-hoc comparison presented in Table 34, a significant difference in 
mean burnout scores for professional efficacy and perceptions of fairness in transfers was 
detected at the .05 level of significance between ratings of fair and indifferent (p = .007), 
indicating that officers who were indifferent to fairness in transfers experienced higher levels of 

















Indifferent .08961 .02928 .007 .0207 .1585 
Unfair .05745 .03102 .154 -.0155 .1304 
Indifferent 
  
Fair -.08961 .02928 .007 -.1585 -.0207 
Unfair -.03217 .03540 .635 -.1154 .0511 
Unfair 
  
Fair -.05745 .03102 .154 -.1304 .0155 
Indifferent .03217 .03540 .635 -.0511 .1154 
*The mean difference significant at the .05 level.  
 
Stage 2: Regression Analysis—Biographical Variables, Biographical Stressors, and 
Occupational Stressors 
Multiple regression analysis was selected to explore the relationship between a 
continuous dependent variable (burnout scores) and multiple independent variables. Multiple 
regression analysis is particularly useful because it describes the predictive ability of the model 
and provides the relative contribution of each individual variable in the model while controlling 
for additional variables. In Stage 2 of the analysis, three separate regression models were run 
exploring the relationship between the dimensions of burnout and the various biographical 
factors, biographical stressors, and occupational factors and to determine if any significant 
effects discovered in the first stage remain statistically significant in the presence of other 
variables. 
Before running the regression models, several categorical variables were dummy-coded 
in order to meet the assumptions of regression. In the first stage of analysis, age, race/ethnicity, 
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marital status, level of education, agency size, tenure, rank, and perceptions of fairness were 
analyzed as categorical variables in the one-way ANOVA models. However, to meet the 
assumptions of linear regression, age, agency size, and tenure were analyzed as interval level 
variables. Race/ethnicity, marital status, level of education, and rank were dummy-coded. 
Questions regarding fairness were assessed on an ordinal scale ranging from 1 to 7, with 1 being 
most fair and 7 being least fair. Though ordinal scales are considered inappropriate for linear 
regression models, they are often used in the absence of other good alternatives (Allison, 1999). 
Despite their limitations, ordinal variables assessing perceptions of fairness were included in the 
regression models with the assumption that delineations of degree between values would be 
limited but direction of perceived fairness would be interpretable.  
For marital status, separate variables were created for divorced and single officers, with 
married officers being the comparison group. Level of education was coded into two dummy 
variables, one for officers possessing a 2-year degree and one for officers possessing a 4-year 
degree or higher. The comparison group for education was “High school degree or some 
college.” Race/ethnicity was dummy coded into three separate variables: Black/African 
American officers, Latino/Hispanic officers, and officers listed as “other.” White/Caucasian 
officers were used for the comparison group. The last category to be dummy-coded was rank. 
Rank was coded into two categories, sergeants and corporals, with officers being the comparison 
group.  
A check of collinearity statistics was made in order to ensure there were no problems 
with multicollinearity among the variables. A visual inspection of the correlation matrix did not 
reveal any correlations greater than .9. Correlations greater than .9 are considered to be highly 
correlated and would violate one of the assumptions of multiple regression analysis (Pallant, 
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2005). Further, an inspection of the tolerance statistics for each regression model did not detect 
any problems with multicollinearity. Tolerance levels for all the variables were at a level greater 
than .01, indicating a low likelihood of multiple correlations with other variables (Pallant, 2005). 
And finally, a check of the variance inflation factor (VIF) for each variable did not reveal any 
values greater than 10. Values greater than 10 indicate multicollinearity (Pallant, 2005).  
Stage 2 Regression Model Summaries  
In Table 35, the R Square statistics and Adjusted R Square statistics are presented. The R 
Square statistic reflects the amount of variance in the dependent variable caused by the 
independent variables in the regression model. With small samples, the R Square tends to be an 
overestimation of the true value in the population (Pallant, 2005). In addition, small samples with 
several independent variables create other problems. Adjusted R Square corrects for the natural 
advantage that models with many of independent variables have over models with fewer 
independent variables in predicting change in the dependent variable (Alison, 1999).  
 
Table 35: Stage 2 Regression Model Summaries 
 Emotional exhaustion Cynicism Professional efficacy 
R Square .070 .047 .071 
Adj. R Square .031 .007 .031 
F 1.787* 1.171 1.790* 
N 344 344 344 
*Difference is significant at the .05 level  




The R square statistics and adjusted R square statistics presented in Table 35 describe the 
amount of variance explained by the independent variables in the models. For emotional 
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exhaustion, the R square was .070 and the adjusted R square was .031, indicating the 
independent variables in the model explained 7% or 3.1% of the respective variance in emotional 
exhaustion scores. Likewise, the R square and adjusted R square for professional efficacy was 
.071 and .031 respectively, indicating the independent variables in the model explained 7.1% or 
3.1% of the variance in professional efficacy scores. For cynicism, the variables included in the 
model explained the least amount of variance in cynicism scores. The R square for cynicism was 
.047 and the adjusted R square was .007.  
The model summaries in Table 35 reveal that the linear regression models for emotional 
exhaustion and professional efficacy were statistically significant at the p < .05 level of 
significance. The regression model for cynicism was not found to be statistically significant at 
the p < .05 level of significance, indicating the model was not robust enough to predict a change 
in the mean value of the dependent variable any better than a mere guess. The independent 
variables included in each of the regression models in Stage 2 included biographical factors 
(gender, age, and race/ethnicity), biographical stressors (marital status and level of education), 
and occupational factors (occupational type, agency size, tenure, and rank).  
Stage 2 Regression Model—Emotional Exhaustion (Emotional and Cognitive Distancing of 
One’s Self From Work.) 
The results of the Stage 2 regression model for emotional exhaustion are presented in 
Table 36. A review of Table 36 indicates occupational field and tenure were the only two 
variables found to be statistically significant at the p < .05 level of significance in this model, 
though agency size (p = .062) would have been significant had a one-tailed solution been 
employed at the .05 level of significance for this study. Tenure, which had a positive Beta 
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coefficient (.135), made the largest contribution to the variance in emotional exhaustion scores 
when other variables in the model were held constant. With a positive Beta coefficient, the 
interpretation of this finding indicates that as tenure increases, emotional exhaustion scores 
increase. This finding was consistent with the results detected in the one-way ANOVA analysis 
conducted in Stage 1, which found a statistically significant difference in mean emotional 
exhaustion scores between officers with 0-5 years of service (M = 1.761, SD = 1.318) and 
officers with 11-15 years of service (M = 2.258, SD = 1.358), with the latter group experiencing 
greater levels of burnout for emotional exhaustion than the former.  
 




coefficients t Sig. 
  B Std. error Beta     
(Constant) 1.647 .328  5.023 .000 
Biographical factors      
Gender .091 .070 .073 1.303 .193 
Age  -.006 .004 -.100 -1.522 .129 
Black/African-American -.080 .084 -.058 -.958 .339 
Latino/Hispanic -.089 .076 -.071 -1.182 .238 
Race/other -.032 .135 -.013 -.241 .810 
Biographical stressors      
2 year degree .121 .080 .090 1.523 .129 
4 year degree .073 .070 .067 1.046 .296 
Single .043 .066 .037 .651 .515 
Divorced -.010 .104 -.005 -.095 .924 
Occupational factors      
Occupational field .163 .080 .128 2.033 .043* 
Tenure .013 .006 .135 2.015 .045* 
Agency size .000 .000 -.102 -1.871 .062 
Corporal .117 .108 .060 1.075 .283 
Sergeant -.143 .114 -.075 -1.252 .212 
*Difference is significant at the .05 level; ** Difference is significant at the .001 level 
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In addition to tenure, occupational field was found to be statistically significant at the p < 
.05 level of significance in the regression model for emotional exhaustion. Since occupational 
field was coded as a dichotomous variable (0-police, 1-corrections), the positive Beta coefficient 
(.128) for occupational type indicated that correctional officers experienced higher levels of 
burnout for emotional exhaustion than police officers. Though agency size was not statistically 
significant (p = .062) in the regression model, it would have been significant had a one-tailed test 
been employed in this study at the .05 level. The negative Beta coefficient (-.102) for agency size 
indicated that as agency size increased, emotional exhaustion scores decreased, meaning officers 
from larger agencies experienced less burnout on the emotional exhaustion dimension. What was 
noteworthy about this observation was that the mean emotional exhaustion score for officers at 
midsized agencies (100-999 officers) was the highest (M = 2.034, SD = 1.287), while the mean 
emotional exhaustion score for officers at the largest agencies (1000 officers or more) was the 
lowest (M = 1.806, SD = 1.338). This finding was unexpected, since on the cynicism and 
professional efficacy dimensions of burnout, officers from the smallest agencies (0-99 officers) 
reported higher levels of burnout than officers from larger agencies.  
Stage 2 Regression Model—Cynicism (Indifferent Attitude Towards Work) 
As noted in the model summaries, the regression model for cynicism was not robust 
enough to make predictions better than an educated guess. Nonetheless, a review of the 
standardized Beta coefficients presented in Table 37 indicated that the Beta coefficient for 
Latino/Hispanic officers (-.139) made the largest relative contribution to change in cynicism 
scores when controlling for the variance of other independent variables in the model. The 
negative Beta coefficient for Latino/Hispanic indicated that Latino/Hispanic officers reported 
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lower cynicism scores than White/Caucasian officers, who were held constant in the model. 
Likewise, Black/African American officers had a negative Beta coefficient (-.114) which 
indicated they made the third largest contribution to the variance in cynicism scores among 
police officers. Though the variable for Black/African American officers was not significant in 
this regression model (p = .065), it would have been had a one-tailed solution been used in this 
study. Still, the results of this regression model indicated that Black/African American officers 
reported lower cynicism scores than White/Caucasian officers. A review of the descriptive data 
indicates that White/Caucasian officers reported higher mean cynicism scores (M = 2.090, SD = 
1.465) than Black/African American officers (M = 1.742, SD = 1.347) and Latino/Hispanic 
officers (M = 1.543, SD = 1.410), with the latter group reporting the lowest mean score on the 










t Sig. B Std. error Beta 
(Constant) .955 .366  2.612 .009 
Biographical factors      
gender 
.012 .078 .009 .157 .875 
age  -.001 .004 -.016 -.238 .812 
Black/African-American .172 .093 -.114 -1.850 .065 
Latino/Hispanic .194 .084 -.139 -2.299 .022* 
Race/Other .096 .150 -.036 -.641 .522 
Biographical stressors      
2 year degree -.065 .089 .044 .731 .466 
4 year degree -.107 .078 .088 1.373 .171 
single -.010 .074 -.008 -.138 .891 
divorced .036 .116 .018 .313 .754 
Occupational stressors      
Occupational field .104 .089 .074 1.169 .243 
Tenure .013 .007 .129 1.906 .058 
Agency size .000 .000 -.077 -1.388 .166 
corporal .036 .121 .017 .301 .764 
sergeant .036 .127 .017 .279 .780 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
 
Tenure was the other variable in the model that nearly reached significance. Though 
tenure was not significant in the model (p = .058), it would have been had a one-tailed solution at 
the .05 level of significance been employed for this study. What was notable about tenure was 
that the Beta value for tenure was positive (.129) and it was second largest contributor to the 
variance in cynicism scores. In the one-way ANOVA analysis conducted in Stage 1, a 
statistically significant difference was detected in mean cynicism scores between officers with 0-
5 years of tenure (M = 1.624, SD = 1.341) and officers with 6-10 years of tenure (M = 2.270, 
SD = 1.490). This finding taken together with the finding detected in the previous regression 
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model for emotional exhaustion suggests that cynicism and emotional exhaustion flow linearly as 
tenure increases, with cynicism appearing between 6 to 10 years of tenure but then evolving into 
emotional exhaustion between the 11 to 15 year period of an officer’s career.  
Stage 2 Regression Model—Professional Efficacy (Feeling of Competence and Successful 
Achievement) 
The model summary for professional efficacy indicated it was statistically significant at 
the p < .05 level of significance, which allows for a meaningful interpretation of the results. 
Table 38 depicts the results of the linear regression analysis for professional efficacy. A review 
of the regression results found that Black/African American officers, officers categorized as 
“other,” and agency size were all statistically significant at the p < .05 level of significance. A 
review of the Beta coefficients revealed that Black/African American officers had the largest 
standardized Beta coefficient (.148), indicating that Black/African American officers made the 
strongest unique contribution to the change in professional efficacy scores. The Beta value for 
Black/African American officers was positive, indicating an inverse association on professional 
efficacy scores with White/Caucasian officers. The result of this model indicates that 
Black/African American officers reported higher professional efficacy scores than 
White/Caucasian officers, meaning the latter group experiences greater burnout on the 
professional efficacy dimension than the former group. The same association was detected for 
officers listed as “other,” who had the second highest Beta value (.144), and Latino/Hispanic 
officers, who had a positive Beta coefficient (.116), which indicated both groups reported higher 
professional efficacy scores than White/Caucasian officers. Though the variable for 
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Latino/Hispanic officers was not significant in the model (p = .053), it would have been had a 
one-tailed solution at the .05 level been employed in this study.  
 






t Sig. B Std. error Beta 
(Constant) .823 .152  5.401 .000 
Biographical factors      
gender -.010 .033 -.016 -.292 .770 
age  .000 .002 -.012 -.180 .857 
Black/African-American .095 .039 .148 2.439 .015* 
Latino/Hispanic .068 .035 .116 1.946 .053 
Race/Other .164 .063 .144 2.619 .009* 
Biographical stressors      
2 year degree .000 .037 .000 .008 .994 
4 year degree .017 .032 .033 .524 .601 
single -.045 .031 -.083 -1.463 .144 
divorced -.018 .048 -.021 -.377 .706 
Occupational factors      
Occupational field -.027 .037 -.046 -.728 .467 
Tenure -.002 .003 -.043 -.641 .522 
Agency size .000 .000 .144 2.633 .009* 
corporal -.064 .050 -.071 -1.273 .204 
sergeant -.006 .053 -.007 -.114 .909 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
 
The remaining independent variable found to be statistically significant in this regression 
model was agency size. A review of the standardized Beta coefficient revealed it made the 
second strongest unique contribution to the change in professional efficacy scores (tied with 
officers listed as “other,” but inversely) and had a positive Beta coefficient (.144). The 
interpretation of the Beta coefficient for agency size means as agency size increases, professional 
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efficacy scores increase along with an officer’s feeling of accomplishment and achievement. 
Looked at another way, the finding in this model can be interpreted that officers from smaller 
agencies (0-99 officers) experience greater burnout on the professional efficacy dimension than 
officers from larger agencies (1000 or more officers). The result of this analysis is consistent 
with the result of the one-way ANOVA analysis conducted in Stage 1 that detected a statistically 
significant difference in mean professional efficacy scores between agencies with 0-99 officers 
(M = .4.989, SD = .834) and agencies with 1000 or more officers (M = 5.220, SD = .844).  
Stage 3: Regression Analysis—Biographical Variables, Biographical Stressors, 
Occupational Stressors, With Workplace Stressors  
Stage 3 builds upon the previous regression models run in Stage 2 by adding workplace 
stressor variables (recent promotion, transfer, discipline, and perceptions of fairness in 
promotion, transfer, and discipline) to assess the cumulative and individual contributions those 
variables have on burnout scores and to determine if any effects detected earlier were spurious or 
the result of some other organizational or individual level stressors as indentified in the extant 
literature. 
Stage 3 Regression Model Summaries 
The model summaries provided in Table 39 depicts the change in R square and adjusted 
R square after the workplace stressors were added to the regression models. With the addition of 
workplace stressors, the amount of variance explained by the additional variables increased 
noticeably in all three regression models. For emotional exhaustion, the R square value increased 
from .070 to .141 and the adjusted R square increased from .031 to .087, an increase of 180.64% 
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in adjusted R square. Even more notable, the R square for cynicism increased from .047 to .125 
and the adjusted R square increased from .007 to .070 with the addition of workplace stressors. 
The increase in adjusted R square represented a 900% increase from the previous model without 
the workplace stressors. Likewise, though not as dramatically as the others, the R square for 
professional efficacy increased from .071 to .104 and the adjusted R square increased from .031 
to .043, a 54.82% increase in adjusted R square from the previous model.  
 
Table 39: Stage 3 Regression Model Summaries 



















R Square .070 .141 .047 .125 .071 .104 
Adj. R 
Square 
.031 .087 .007 .070 .031 .048 
F 1.787* 2.628** 1.171 2.282* 1.790* 1.853* 
N 344 341 344 341 344 341 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
 
With the addition of workplace stressor variables into the regression models, each of the 
models reached statistical significance at the p < .05 level of significance. In fact, the model for 
emotional exhaustion was statistically significant at the p < .001 level of significance with the 




Stage 3 Regression Model—Emotional Exhaustion (Emotional and Cognitive Distancing of 
One’s Self From Work) 
Table 40 depicts the relative contribution workplace stressors have on emotional 
exhaustion when controlling for the variance of other variables in the model. A noteworthy 
change in this regression model from the previous model run in Stage 2 was that occupational 
field was no longer significant. Once workplace stressors were entered into the regression model 
for emotional exhaustion, the effects of occupational field no longer made a significant 
contribution to the variance in emotional exhaustions scores, indicating that workplace stressors 










t Sig. B Std. error Beta 
(Constant) 1.114 .343  3.245 .001 
Biographical factors      
gender .074 .070 .059 1.067 .287 
age  -.003 .004 -.051 -.783 .434 
Black/African-American -.080 .083 -.058 -.962 .337 
Latino/Hispanic -.129 .075 -.101 -1.723 .086 
Race/Other -.035 .133 -.014 -.262 .793 
Biographical stressors      
2 year degree .093 .079 .069 1.187 .236 
4 year degree .070 .069 .064 1.013 .312 
single .039 .065 .033 .603 .547 
divorced -.042 .102 -.022 -.409 .683 
Occupational factors      
Occupational field .119 .081 .093 1.480 .140 
Tenure .009 .006 .092 1.376 .170 
Agency size .000 .000 -.098 -1.799 .073 
corporal .082 .107 .042 .762 .447 
sergeant -.154 .113 -.080 -1.358 .175 
Workplace stressors      
Promoted -.057 .085 -.038 -.667 .505 
Discipline received -.047 .087 -.029 -.543 .587 
Recent transfer .004 .069 .004 .062 .951 
Fairness promotion .068 .023 .203 2.964 .003* 
Fairness discipline .039 .022 .124 1.821 .069 
Fairness transfer -.011 .021 -.034 -.502 .616 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
 
A review of standardized Beta coefficients in the regression model indicated fairness in 
promotions made the strongest unique contribution to the variance in emotional exhaustion 
scores. In addition to promotional fairness, several other variables in the regression model 
approached significance at the p < .05 level but fell short. Nonetheless, those variables would 
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have been significant had a one-tailed solution at the .05 level been used in this study. Those 
variables included Latino/Hispanic officers, agency size, and fairness in discipline. Of those 
three variables, agency size nearly reached significance in the regression model for emotional 
exhaustion in the previous stage that excluded workplace stressors.  
The Beta value for promotional fairness (.203) was positive and statistically significant at 
the p < .05 level of significance. Since ratings of fairness were measured on an ordinal scale, 
with 1 indicating very fair and 7 indicating very unfair, an increase in rating values corresponded 
to increased perceptions of unfairness. Consequently, this finding indicated that as officers rated 
promotions as unfair, their emotional exhaustion scores increased, indicating a higher level of 
burnout on the emotional exhaustion dimension. This finding was detected during the one-way 
ANOVA stage and was consistent with the results of the post-hoc test that indicated a 
statistically significant difference in mean burnout scores between ratings of fair and indifferent 
and ratings of fair and unfair, indicating that officers who rated promotions as fair experienced 
lower levels of burnout for emotional exhaustion than officers who rated promotions as unfair or 
who were indifferent. Likewise for perceptions of disciplinary fairness, officers who rated 
discipline as unfair reported higher emotional exhaustion scores. This was also a statistically 
significant finding detected in the one-way ANOVA analysis.  
During the one-way ANOVA analysis conducted in Stage 1, a statistically significant 
difference was not detected between officers based on race/ethnicity for emotional exhaustion. 
However, in this regression model, the variable for Latino/Hispanic officers nearly reached 
statistical significance. The Beta coefficient for Latino/Hispanic was negative (-.101), indicating 
that as a person indicated being Latino/Hispanic (0-no, 1-yes), he/she reported lower emotional 
exhaustion scores, which indicated a lower level of burnout for emotional exhaustion than 
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White/Caucasian officers, who were held constant in the regression model. This finding was 
consistent with the descriptive statistics that depict Latino/Hispanic officers with the lowest 
mean emotional exhaustion scores (M = 1.765, SD = 1.359) of the four racial/ethnic groups.  
Like the variable for Latino/Hispanic officers, agency size nearly reached significance in 
this regression model. The Beta coefficient for agency size was negative (-.098), indicating that 
as agency size increased, emotional exhaustion scores decreased. This finding was not detected 
in the one-way ANOVA analysis for emotional exhaustion, but a similar finding was detected in 
the one-way ANOVA model for professional efficacy, which detected a difference in burnout for 
professional efficacy between small agencies (0-99 officers) and large agencies (1000 or more 
officers). The finding in this model suggests that officers from small agencies also experience 
greater levels of burnout for emotional exhaustion than officers from larger agencies.  
Stage 3 Regression Model—Cynicism (Indifferent Attitude Towards Work) 
In Stage 2, the regression model for cynicism was not found to be statistically robust 
enough to make predictions, but with the addition of workplace stressors, the regression model 
reached statistical significance at the p < .05 level of significance. Moreover, two variables 
within the model reached statistical significance at the p < .05 level of significance: 
Latino/Hispanic officers and perceived fairness in discipline. In addition, the variable for African 
American officers nearly reached statistical significance (p = .84) and would have been 
significant had a one-tailed solution at the .05 level been used for this study.  
A review of Table 41 revealed that Latino/Hispanic officers had the highest standardized 
Beta coefficient (-.175), indicating that they made the strongest unique contribution to the 
variance in cynicism scores. More specifically, the negative Beta coefficient indicated that 
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Latino/Hispanic officers reported lower cynicism scores than White/Caucasian officers, who 
were held constant in the model. This finding was consistent with the one-way ANOVA analysis 
that detected a significant difference in mean cynicism scores between Latino/Hispanic officers 
and White/Caucasian officers. A review of the descriptive statistic indicated White/Caucasian 
officers reported higher mean cynicism scores (M = 2.090, SD = 1.465) than Latino/Hispanic 
officers (M = 1.543, SD = 1.410), meaning White/Caucasian officers reported higher levels of 
burnout on the cynicism dimension. This pattern repeated itself with the variable for African 
American officers. In this regression model, African American officers had a negative Beta 









coefficients t Sig. 
B Std. error Beta   
(Constant) .463 .381  1.215 .225 
Biographical factors      
gender -.013 .077 -.009 -.165 .869 
age  .002 .004 .024 .360 .719 
Black/African-American -.159 .092 -.105 -1.733 .084 
Latino/Hispanic -.244 .083 -.175 -2.945 .003* 
Race/Other -.066 .147 -.025 -.451 .652 
Biographical stressors      
2 year degree .046 .087 .031 .525 .600 
4 year degree .102 .076 .085 1.340 .181 
single -.014 .072 -.011 -.191 .849 
divorced .019 .113 .009 .167 .868 
Occupational factors      
Occupational field .090 .090 .063 1.000 .318 
Tenure .008 .007 .081 1.191 .235 
Agency size .000 .000 -.067 -1.220 .223 
corporal -.004 .119 -.002 -.030 .976 
sergeant .054 .126 .026 .434 .665 
Workplace stressors      
Promoted -.154 .094 -.094 -1.629 .104 
Discipline received -.096 .097 -.054 -.997 .320 
Recent transfer .035 .077 .026 -.454 .650 
Fairness promotion .033 .025 .091 1.319 .188 
Fairness discipline .050 .024 .143 2.082 .038* 
Fairness transfer .031 .024 .090 1.302 .194 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
 
Perceptions of fairness in discipline had the second largest standardized Beta coefficient 
(.143). Since ratings of fairness were measured on an ordinal scale, with 1 indicating very fair 
and 7 indicating very unfair, an increase in rating values corresponded to increased perceptions 
of unfairness. Consequently, a positive Beta coefficient indicates that officers who rated 
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discipline as unfair reported higher cynicism scores, indicating a greater level of burnout on the 
cynicism dimension. This result was consistent with the post-hoc test conducted in Stage 1 that 
detected a significant difference between ratings of fairness in discipline. A review of mean 
rankings revealed that officers rating discipline as unfair had the highest mean ranking (223.56) 
for cynicism, indicating those officers experienced higher levels of burnout on the cynicism 
dimension.  
Stage 3 Regression Model—Professional Efficacy (Feeling of Competence and Successful 
Achievement) 
Table 42 depicts the relative contribution workplace stressors had on professional 
efficacy when controlling for the variance of other variables in the model. A review of Table 42 
indicated that several variables were significant at the p < .05 level of significance. Of the 
variables that reached significance in the model, Black/African American officers, officers 
categorized as “other,” and agency size were all statistically significant in the Stage 2 regression 
model for professional efficacy without the workplace stressors. In this model, the variables 
Latino/Hispanic officers and fairness in discipline reached significance, while the variable for 
recently promoted nearly reached significance (p = .05), though it would have been significant 









t Sig. B Std. error Beta 
(Constant) .871 .162  5.370 .000 
Biographical factors      
gender -.005 .033 -.009 -.153 .879 
age  -.001 .002 -.018 -.271 .786 
Black/African-American .103 .039 .161 2.637 .009* 
Latino/Hispanic .081 .035 .138 2.305 .022* 
Race/Other .156 .063 .137 2.490 .013* 
Biographical stressors      
2 year degree -.008 .037 -.012 -.205 .838 
4 year degree .017 .033 .033 .514 .608 
single -.044 .031 -.082 -1.444 .150 
divorced -.021 .048 -.024 -.432 .666 
Occupational factors      
Occupational field -.020 .038 -.034 -.528 .598 
Tenure -.002 .003 -.037 -.545 .586 
Agency size .000 .000 .137 2.481 .014* 
corporal -.048 .051 -.053 -.942 .347 
sergeant -.025 .053 -.029 -.476 .634 
Workplace stressors      
Promoted .079 .040 .115 1.965 .050* 
Discipline received .010 .041 .014 .252 .801 
Recent transfer -.009 .033 -.017 -.291 .772 
Fairness promotion .005 .011 .034 .490 .625 
Fairness discipline -.020 .010 -.138 -1.978 .049* 
Fairness transfer -.006 .010 -.042 -.609 .543 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
 
As with the results detected with other minority officers in the Stage 2 regression model 
for professional efficacy, the Beta coefficient for Latino/Hispanic officers was positive (.138), 
indicating that they reported higher professional efficacy scores than White/Caucasian officers, 
who were held constant in the model. Aggregately, this model confirms that all minority groups 
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reported higher professional efficacy scores than White/Caucasian officers (indicating less 
burnout on the professional efficacy dimension), even after controlling for workplace stressors.  
The remaining three variables found to be statistically significant (or nearly significant) 
were agency size and the workplace stressors for disciplinary fairness and recently promoted. 
Agency size, which was statistically significant in the previous regression model for professional 
efficacy without workplace stressors, remained significant after workplace stressors were added 
to the model.  
As in the Stage 3 regression model for cynicism, disciplinary fairness was found to be 
statistically significant in this model for professional efficacy. Moreover, disciplinary fairness 
had the second largest standardized Beta coefficient (-.138) in the model. Since ratings of 
fairness were measured on an ordinal scale, with 1 indicating very fair and 7 indicating very 
unfair, an increase in rating values corresponded to increased perceptions of unfairness. 
Consequently, a negative Beta coefficient indicated that officers who rated discipline as unfair 
reported lower professional efficacy scores, indicating a higher level of burnout on the 
professional efficacy dimension. This result was consistent with the post-hoc test that detected a 
significant difference in mean scores between ratings of fair and indifferent, with officers rating 
discipline as fair reporting lower levels of burnout for professional efficacy than officers who 
were indifferent to disciplinary fairness.  
The remaining variable of interest was the variable for recently promoted. Though rank 
was not found to be statistically significant in any of the regression models, being recently 
promoted nearly achieved statistical significance in this model (p = .050). Being recently 
promoted had a positive Beta coefficient (.115), indicating that as a person acknowledged a 
recent promotion (0-no, 1-yes) he/she reported a higher professional efficacy score, indicating a 
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lower level of burnout for professional efficacy. This finding appears intuitive since a promotion 
should (at least temporarily) enhance a person’s esteem, feelings of competency, and successful 
achievement, thereby increasing their level of professional efficacy.  
Stage 4: Regression Analysis—Biographical Variables, Biographical Stressors, 
Occupational Stressors, With Workplace Stressors and Selected Life-Event Stressors 
In Stage 4, life-event stressors (death of a spouse; recently divorced; recently married; 
change in financial state; change in health of a family member; change in number of arguments 
with spouse; change in work hours, sleep hours, and eating habits) were added to the final 
regression models to test for interaction effects and to make sure that the relationships indentified 
in earlier stages were real and not the result of a spurious relationship or some other 
organizational or individual level stressors as indentified in the extant literature.  
Stage 4 Regression Model Summaries 
The model summaries provided in Table 43 depict the change in R square and adjusted R 
square after the life-event stressors were added to the regression models developed in Stage 3. 
With the addition of life-event stressors, the amount of variance in the dependent variables 
explained by the additional variables increased noticeably in all three regression models. For 
emotional exhaustion, the R square value increased from .141 to .165, but the adjusted R square 
remained the same at .087. However, for cynicism, the R square increased from .125 to .153 and 
the adjusted R square increased from .070 to .073 with the addition of life-event stressors. Even 
more noticeably, the R square for professional efficacy increased from .104 to .128, but the 
115 
 
adjusted R square decreased slightly from .048 to .045 after the life-event variables were added 
to the regression model.  
 
Table 43: Stage 4 Regression Model Summaries 



















R Square .141 .165 .125 .153 .104 .128 
Adj. R 
Square 
.087 .087 .070 .073 .048 .046 
F 2.628** 2.118* 2.282* 1.926* 1.853* 1.567* 
N 341 339 341 339 341 339 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
 
With the addition of life-event stressors into the regression models, each of the models 
reached statistical significance at the p < .05 level of significance. In fact, the models for 
emotional exhaustion and cynicism were statistically significant at the p < .001 level of 
significance.  
Stage 4 Regression Model 1—Emotional Exhaustion (Emotional and Cognitive Distancing 
of One’s Self From Work) 
 Table 44 depicts the relative contribution life-event stressors had on emotional 
exhaustion scores when controlling for the variance of other variables in the model. A review of 
the standardized Beta coefficients revealed that fairness in promotions and agency size remained 
significant in the regression model for emotional exhaustion after life-event stressors were added 
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to the model, while fairness in discipline (p = .090) would have reached significance had a one-










t Sig. B 
Std. 
error Beta 
(Constant) .882 .193  4.569 .000 
Biographical factors      
gender .094 .072 .074 1.305 .193 
age  -.004 .004 -.059 -.859 .391 
Black/African-American -.082 .086 -.059 -.956 .340 
Latino/Hispanic -.123 .077 -.096 -1.592 .112 
Race/Other -.052 .135 -.021 -.387 .699 
Biographical stressors      
2 year degree .072 .081 .052 .885 .377 
4 year degree .066 .069 .060 .951 .343 
single .044 .069 .037 .635 .526 
divorced -.110 .135 -.059 -.819 .413 
Occupational factors      
Occupational field .082 .083 .064 .996 .320 
Tenure .013 .007 .130 1.835 .067 
Agency size .000 .000 -.112 -2.025 .044 
corporal .031 .109 .016 .287 .774 
sergeant .144 .115 .075 1.254 .211 
Workplace stressors      
Promoted -.051 .087 -.034 -.588 .557 
Discipline received .079 .090 .049 .880 .380 
Recent transfer .018 .072 .014 .244 .807 
Fairness promotion .070 .023 .210 3.043 .003 
Fairness discipline .037 .022 .118 1.699 .090 
Fairness transfer -.015 .022 -.046 -.676 .500 
Life-event stressors      
Death of spouse .074 .223 .022 .331 .741 
Recent divorce .094 .147 .053 .642 .521 
Recent marriage .046 .091 .029 .507 .612 
Change in family health .049 .074 .037 .660 .510 
Change in financial state .026 .062 .024 .421 .674 
Change in arguments with spouse .085 .075 .065 1.138 .256 
Change in work hours -.054 .065 -.047 -.833 .405 
Change in sleep .100 .067 .091 1.501 .134 
Change in eating -.043 .064 -.039 -.672 .502 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
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However, unlike in the previous regression model for emotional exhaustion in Stage 3 
without the life-event stressors, tenure (p = .067) approached significance in this model once life-
event stressors were added. The positive Beta value for tenure (.130) in this regression model 
indicates that as tenure increases, so does an officer’s level of burnout for emotional exhaustion. 
This finding is not surprising since a statistically significant difference was detected in the one-
way ANOVA analysis in mean emotional exhaustion scores between officers with 0-5 years of 
tenure (M = 1.761, SD = 1.318) and officers with 11-15 years of service (M = 2.258, SD = 
1.358), indicating that as tenure increases, so does an officer’s susceptibility to burnout for 
emotional exhaustion.  
None of the life-event stressors added to the regression model were found to statistically 
contribute to the variance in emotional exhaustion scores, though their addition to the final 
regression model improved the overall explanatory ability of the model as noted by the increase 
in the R square statistic.  
In summary, the regression model for emotional exhaustion suggests that perceptions of 
fairness in promotions and discipline contribute to emotional exhaustion, which could impact 
officers differently as they gain more experience and tenure. It seems intuitive that experienced 
officers (11-15 years of service) might experience emotional exhaustion differently from 






Stage 4 Regression Model 2—Cynicism (Indifferent Attitude Towards One’s Work) 
Table 45 depicts the relative contribution life-event stressors had on cynicism scores 
when controlling for the variance of other variables in the model. A review of Table 45 indicated 
Latino/Hispanic officers and fairness in discipline were both statistically significant at the p < .05 
level of significance, which was consistent with the findings in the previous regression model for 
cynicism in Stage 3 without the presence of life-event stressors. A noteworthy difference in this 
model was that the life-event stressor for change in the number of arguments with a spouse 
nearly reached significance (p = .055), and would have been significant had a one-tailed solution 
at the .05 level been used in this study. Another difference in this model from the previous model 
was that the variable for Black/African-American officers was no longer significant (p = .169), 
or nearly significant, which suggested the addition of life-event stressors into the model 
confounded the effect Black/African American officers had on cynicism scores.  
As already stated, the near significance of the life-event variable for change in the 
number of arguments with a spouse was worth exploring. With a positive Beta value (.112), the 
data for change in the number of arguments with a spouse indicated that as an officer reported 
yes (0-no, 1-yes) to an increase in the number of arguments, cynicism scores increased. This 
interpretation seems consistent with the descriptive statistics that indicated that officers who 
responded yes to a change in the number of arguments with a spouse reported higher cynicism 
scores (M = 1.364, SD = .451) than officers who had not (M = 1.198, SD = .628). An 
interpretation of this finding would suggest that an officer’s personal conflicts at home may 
influence his/her susceptibility to occupational burnout, particularly cynicism.  
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coefficients   
B Std. error Beta t Sig. 
(Constant) .732 .214 
 
3.425 .001 
Biographical factors      
gender -.015 .080 -.011 -.188 .851 
age  .002 .005 .030 .439 .661 
Black/African-American -.132 .095 -.086 -1.379 .169 
Latino/Hispanic -.234 .086 -.166 -2.725 .007 
Race/Other -.072 .150 -.027 -.479 .633 
Biographical stressors      
2 year degree .017 .090 .011 .189 .850 
4 year degree .098 .077 .081 1.275 .203 
single .002 .076 .002 .031 .975 
divorced -.079 .149 -.038 -.526 .599 
Occupational factors      
Occupational field .057 .092 .041 .625 .533 
Tenure .011 .008 .101 1.417 .157 
Agency size .000 .000 -.077 -1.384 .167 
corporal -.046 .121 -.021 -.377 .706 
sergeant -.062 .127 -.029 -.486 .628 
Workplace stressors      
Promoted -.139 .097 -.085 -1.436 .152 
Discipline received .135 .100 .076 1.350 .178 
Recent transfer -.002 .080 -.001 -.020 .984 
Fairness promotion .035 .026 .094 1.353 .177 
Fairness discipline .051 .024 .146 2.080 .038 
Fairness transfer .029 .024 .083 1.193 .234 
Life-event stressors      
Death of spouse .139 .247 .038 .562 .574 
Recent divorce .101 .163 .052 .622 .534 
Recent marriage -.041 .101 -.023 -.401 .689 
Change in family health -.091 .082 -.062 -1.116 .265 
Change in financial state .039 .069 .032 .562 .575 
Change in arguments with 
spouse 
.159 .083 .112 1.928 .055 
Change in work hours -.012 .072 -.010 -.169 .866 







coefficients   
B Std. error Beta t Sig. 
Change in eating -.110 .071 -.091 -1.544 .124 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
 
Stage 4 Regression Model 3—Professional Efficacy (Feelings of Competence and Successful 
Achievement) 
Table 46 depicts the relative contribution life-event stressors had on professional efficacy 
scores when controlling for the variance of other variables in the model. In this model, variables 
that were found to be statistically significant at the p < .05 level of significance included all three 
race/ethnic groups and agency size, all of which were statistically significant in the previous 
regression model run in Stage 3 that excluded life-event stressors. This finding is remarkable 
because the race/ethnic variable and agency size all remained significant even after the addition 










t Sig. B Std. error Beta 
(Constant) .587 .091  6.460 .000 
Biographical factors      
gender .002 .034 .003 .051 .960 
age  -.001 .002 -.025 -.358 .720 
Black/African-American .100 .041 .157 2.464 .014 
Latino/Hispanic .081 .036 .138 2.222 .027 
Race/Other .145 .064 .128 2.278 .023 
Biographical stressors      
2 year degree .009 .038 .015 .249 .804 
4 year degree .021 .033 .041 .641 .522 
single -.061 .032 -.113 -1.885 .060 
divorced -.055 .063 -.064 -.864 .388 
Occupational factors      
Occupational field -.016 .039 -.027 -.409 .683 
Tenure -.002 .003 -.035 -.486 .627 
Agency size .000 .000 .154 2.731 .007 
corporal -.044 .051 -.049 -.860 .390 
sergeant .013 .054 .015 .249 .803 
Workplace stressors      
Promoted .074 .041 .108 1.800 .073 
Discipline received -.006 .042 -.008 -.133 .894 
Recent transfer .026 .034 .046 .755 .451 
Fairness promotion .005 .011 .029 .416 .678 
Fairness discipline -.019 .010 -.127 -1.788 .075 
Fairness transfer -.005 .010 -.035 -.499 .618 
Life-event stressors      
Death of spouse -.070 .105 -.045 -.663 .508 
Recent divorce .058 .069 .071 .844 .399 
Recent marriage -.031 .043 -.043 -.726 .468 
Change in family health -.047 .035 -.076 -1.345 .180 
Change in financial state -.002 .029 -.004 -.078 .938 
Change in arguments 
with spouse 
-.039 .035 -.065 -1.105 .270 








t Sig. B Std. error Beta 
Change in sleep .018 .031 .036 .584 .559 
Change in eating .006 .030 .012 .207 .836 
*Difference is significant at the .05 level  
** Difference is significant at the .001 level 
 
In the regression model run in Stage 3, disciplinary fairness was statistically significant, 
but in this model it did not reach significance at the p < .05 level of significance (p = .070), 
though it would have been significant had a one-tailed solution at the .05 level of significance 
been employed in this study. Also, the variable for promoted remained nearly significant (p = 
.073), though less so than in the previous model. What was new in this model was the near 
significance of the biographical stressor being single (p = .060) and the life-event stressor change 
in work hours (p = .060), both of which would have been significant had a one-tailed solution at 
the .05 level of significance been employed in this study.  
Being single had a negative Beta value (-.113), indicating that as an officer reported 
being single (0-no, 1 yes), professional efficacy scores decreased, which indicated single officers 
experienced a higher level of burnout on the professional efficacy dimension. This finding was 
not completely surprising as it has been reported in the extant literature on burnout that single 
people were more susceptible to burnout than married or divorced people (Maslach et al., 1996; 
Maslach et al., 2001).  
What was a surprising finding in this model was the level of significance for a change in 
work hours. The positive Beta coefficient for change in work hours (.109) indicated that if an 
officer answered yes to a change in work hours (0-no, 1-yes), professional efficacy scores 
124 
 
increased, which indicated a lower level of burnout on the professional efficacy dimension. This 
result seems to suggest that officers who change work hours periodically experience greater 
feelings of competence and successful achievement, which might imply a change in work hours 
presents new opportunities for personal and professional advancement; thereby, reducing an 
officer’s risk of burnout on professional efficacy.  
Chapter Summary and Hypothesis Tests 
The purpose of this study was to identify correlates of police and correctional officer 
burnout. A review of the extant literature on police and correctional officer burnout and burnout 
in general identified several variables that contribute to the social-psychological condition of 
burnout. The variables that were identified in the literature review were grouped according to 
whether they were biographical factors (gender, race/ethnicity, and age), biographical stressors 
(marital status and level of education), organizational factors (occupational field, agency size, 
tenure, and rank), workplace stressors (recent promotions, transfers, discipline, and perceptions 
of fairness in promotions, discipline, and transfers) or life-event stressors (death of a spouse; 
recently divorced; recently married; change in financial state; change in health of a family 
member; change in number of arguments with spouse; change in work hours, sleep hours, and 
eating habits).  
A multi-stage analysis was conducted to explore the effect biographical factors, 
biographical stressors, occupational factors, workplace stressors, and life-event stressors had on 
burnout scores for police and corrections officers. During the first stage of analysis, multiple 
one-way ANOVA models were run on each of the three dimensions of burnout to compare 
variability of mean burnout scores between different groups and within groups based on the 
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influence of biographical factors, biographical stressors, occupational factors, and workplace 
stressors. For significant results detected in the one-way ANOVA models, post-hoc comparisons 
were made to identify where the significant differences occurred. For workplace stressors, 
assessing mean differences in burnout scores based on recent experiences with promotions, 
discipline, and transfers, independent samples t-tests were run to assess mean differences in 
burnout scores since the data were collected as dichotomous variables.  
In subsequent stages, various multiple regression models were run to explore the 
relationship between burnout scores and biographical factors, biographical stressors, 
organizational factors, workplace stressors, and life-event stressors. In the second stage, three 
separate models were run exploring the relationship between the dimensions of burnout and the 
various biographical factors, biographical stressors, and occupational factors to determine if the 
significant effects discovered in the first stage remain statistically significant in the presence of 
other variables. The third stage built on the previous regression models by adding workplace 
stressor variables. Workplace stressors were added to assess the cumulative and individual level 
contributions those variables had on burnout scores. In addition, they were added to determine if 
any effects detected earlier were spurious or the result of some other organizational- or 
individual-level stressors as indentified in the extant literature. In the fourth stage, life-event 
stressors were added to the final regression model to test for interaction effects and verify 
whether relationships confirmed in earlier stages were real and not the result of a spurious 
relationship or some other organizational- or individual-level stressors as indentified in the extant 
literature.  





H01: Biographical factors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
Ha1: Biographical factors will not have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
One-way ANOVA models testing for mean differences in burnout scores based on 
biographical factors detected statistically significant differences in mean burnout scores at the 
p < .05 level of significance for gender and race/ethnicity but not for age. In the one-way 
ANOVA results between gender and emotional exhaustion, a statistically significant difference 
at the p < .05 level of significance was detected between males and females, though gender was 
not found to be statistically significant in any of the regression models.  
In the one-way ANOVA analysis between cynicism and race/ethnicity, a Tukey post-hoc 
comparison identified a statistically significant difference in mean cynicism scores between 
Latino/Hispanic officers and White/Caucasian officers. On the professional efficacy dimension 
of burnout, a statistically significant difference was detected in mean burnout scores between 
different race/ethnic groups. A review of the Levene’s test for homogeneity of variance indicated 
a violation of the assumption of homogeneity of variance, but a review of the Welch and Brown-
Forsythe robust test of equality statistics indicated a statistically significant difference between 
groups at the p < .05 level of significance. A subsequent Games-Howell Post-hoc test detected a 
statistically significant difference at the p < .05 level between White/Caucasian officers and 
Latino/Hispanic officers, with the former group reporting higher levels of burnout for 
professional efficacy than the latter group. 
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In the final regression models that included workplace stressors and selected life-event 
stressors, Latino/Hispanic officers were found to contribute significantly to the variance in 
cynicism scores. Likewise for professional efficacy: Latino/Hispanic officers, Black/African 
American officers and officers listed as “other” were all found to statistically contribute to the 
variance in professional efficacy scores. Neither of the other biographical factors (gender or age) 
significantly contributed to the variance for any of the dimensions of burnout in the regression 
models.  
Since the statistical tests examining the relationship between biographical factors and the 
dimensions of burnout detected statistically significant results, the null hypothesis that stated 
there would not be a significant difference between burnout scores on the dimensions of 
emotional exhaustion, cynicism, and professional efficacy based on biographical factors can be 
rejected.  
Hypothesis 2 
H02: Biographical stressors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy. 
Ha2: Biographical stressors will not have a significant effect on burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy. 
The statistical tests examining the relationship between biographical stressors (marital 
status and level of education) and the dimensions of burnout did not detect any statistically 
significant results at the p < .05 level of significance, though being single would have been 
significant had a one-tailed solution at the .05 level been employed in this study. Consequently, 
the null hypothesis that stated there would not be a significant relationship between biographical 
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stressors and the burnout dimensions of emotional exhaustion, cynicism, and professional 
efficacy cannot be rejected. 
Hypothesis 3  
H03: Occupational factors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy. 
Ha3: Occupational factors will not have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy. 
One-way ANOVA models testing for mean differences in burnout scores based on 
occupational factors detected statistically significant differences in mean burnout scores at the 
p < .05 level of significance for agency size, tenure, and rank, but not for occupational field. 
Though differences between mean burnout scores for occupational field were not detected in the 
one-way ANOVA analysis, occupational field was statistically significant in the Stage 2 
regression model for emotional exhaustion at the p < .05 level of significance. However, once 
workplace stressors and life-event stressors were added to the subsequent regression models, the 
effects of occupational field on emotional exhaustion scores disappeared.  
In the one-way models for emotional exhaustion and cynicism, significant differences in 
mean burnout scores were detected across tenure groups. A Tukey post-hoc analysis for 
emotional exhaustion revealed a statistically significant difference between mean emotional 
exhaustion burnout scores for officers with 0-5 year of tenure and officers with 11-15 years of 
tenure, with the latter group experiencing greater levels of burnout. Likewise with cynicism 
scores, a significant difference was detected between different levels of tenure, but unlike with 
emotional exhaustion scores, the Tukey post-hoc analysis revealed the difference in mean 
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cynicism scores was between officers with 0-5 years of tenure and officers with 6-10 years of 
tenure. Tenure was found to be statistically significant at the p < .05 level of significance in the 
Stage 2 regression model for emotional exhaustion, but the effects of tenure on emotional 
exhaustion scores disappeared once workplace stressors and life-event stressors were added to 
the regression models.  
One-way ANOVA models for agency size found a statistically significant difference in 
mean professional efficacy scores at the p < .05 level of significance. Tukey post-hoc analysis 
indicated a significant difference in mean professional efficacy scores between agencies with 0-
99 officers and agencies with 1000 or more officers. Agency size was also found to be 
statistically significant in the regression models for professional efficacy, even after workplace 
stressors and life-event stressors were added to the models.  
Differences in mean emotional exhaustion scores and rank were detected in the one-way 
ANOVA model; however, a review of the Levene’s test for homogeneity of variance indicated a 
violation of the assumption of homogeneity of variance. Nonetheless, a review of the Welch and 
Brown-Forsythe robust test of equality statistics indicated a statistically significant difference 
between groups at the p < .05 level of significance. A subsequent Games-Howell Post-hoc test 
detected a statistically significant difference at the p < .05 level between sergeants and officers, 
with sergeants reporting higher levels of burnout on the emotional exhaustion dimension than 
officers. Though rank was statistically significant in the one-way ANOVA analysis, rank was not 
found to be statistically significant in any of the regression models.  
In the final regression models, occupational field, tenure and rank did not contribute 
significantly to the variance in burnout scores for any of the three dimensions of burnout. 
However, in the regression models that excluded workplace or life-event stressors, occupational 
130 
 
field and tenure were found to be statistically significant contributors to the variance in 
emotional exhaustion scores. Nonetheless, the variables no longer made a significant 
contribution to the variance in emotional exhaustion scores once workplace stressors were added 
to the model, an indication that workplace stressors possibly moderate the effects of tenure and 
occupational field on emotional exhaustion scores. Agency size, on the other hand, was found to 
be a statistically significant contributor to the variance in professional efficacy scores in all three 
regression models.  
Since the statistical tests examining the relationship between occupational factors and the 
dimensions of burnout detected statistically significant results, the null hypothesis that stated that 
occupational factors would not have a significant effect on the burnout dimensions of emotional 
exhaustion, cynicism, and professional efficacy could be rejected. 
Hypothesis 4  
H04: Workplace stressors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
Ha4: Workplace stressors will not have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
In this stage of analysis, independent sample t-tests were conducted to assess differences 
in mean burnout scores based on an officer’s recent experience with promotions, discipline, or 
transfer within the previous 12 months. The results of the independent samples t-tests did not 
detect any statistically significantly differences in mean burnout scores across any of the 
dimensions of burnout regarding recent experience with promotions, discipline, or transfer. 
However, in the final regression models, the variable for recently promoted approached 
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significance in the regression model for professional efficacy, and would have been significant 
had a one-tailed solution at the .05 level been employed in this study.  
One-way ANOVA models examining differences in mean burnout scores across the three 
dimensions of burnout on perceptions of fairness in promotions, discipline, and transfers detected 
significant differences between ratings of perceived fairness (fair, indifferent, and unfair) at the 
p < .05 level of significance across each of the three dimension of burnout. In the one-way 
ANOVA models for emotional exhaustion and promotional fairness, cynicism, and disciplinary 
fairness, and professional efficacy and disciplinary fairness, a review of the Levene’s test for 
homogeneity of variance indicated a violation of the assumption of homogeneity of variance, 
though a review of the Welch and Brown-Forsythe robust test of equality statistics indicated a 
statistically significant difference between groups at the p < .05 level of significance for each of 
the models. In order to detect for differences between groups, multiple Games-Howell post-hoc 
tests were conducted to identify where the difference occurred. The post-hoc tests between 
emotional exhaustion and promotional fairness and between cynicism and disciplinary fairness 
detected a statistically significant difference at the p < .05 level between ratings of fair and 
indifferent and fair and unfair, indicating that officers who rated promotions and discipline as 
fair reported lower levels of burnout than officers who were indifferent or who rated promotions 
and discipline as unfair. For the post-hoc test between professional efficacy and discipline, a 
statistically significant difference was detected at the p < .05 level between ratings of fair and 
indifferent, indicating that officers who were indifferent to disciplinary fairness reported higher 
levels of burnout than officers who had a more favorable view of disciplinary fairness.  
In the final regression models that included workplace stressors and selected life-event 
stressors, fairness in promotions was found to make a statistically significant contribution to the 
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variance in emotional exhaustion scores. In addition, fairness in discipline was found to make a 
significant contribution to the variance in cynicism scores. For the dimension of professional 
efficacy, none of the variables assessing fairness reached significance at the p < .05 level, but 
fairness in discipline approached significance and would have been significant had a one-tailed 
solution been employed in this study. Nonetheless, in the professional efficacy regression model 
conducted in Stage 3, without life-event stressors, fairness in discipline was found to be 
statistically significant, though the significance at the p < .05 level for a two-tailed test 
disappeared when life-event stressors were added to the model.  
Since the statistical tests examining the relationship between workplace stressors and the 
dimensions of burnout detected statistically significant results, the null hypothesis that stated 
workplace stressors would not have a significant effect on the burnout dimensions of emotional 
exhaustion, cynicism, and professional efficacy could be rejected. 
Hypothesis 5 
H05: Life-event stressors will have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
Ha5: Life-event stressors will not have a significant effect on the burnout dimensions of 
emotional exhaustion, cynicism, and professional efficacy.  
In the final regression models, none of the life-event stressors was found to be 
statistically significant, though the life-event variables for change in the number of arguments 
with a spouse and for change in hours worked approached significance in the final regression 
models for cynicism and professional efficacy, respectively, and would have been significant had 
a one-tailed solution at the .05 level been used in this study. Regardless, though none of the life-
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event stressors entered into the models made a significant individual contribution to the variance 
in burnout scores at the p < .05 level of significance, the presence of life-event stressors in the 
final regression models improved the ability of those models to explain a greater amount of 
variance in the burnout scores for emotional exhaustion, cynicism, and professional efficacy.  
Since the statistical tests examining the relationship between life-event stressors and the 
dimensions of burnout did not detect a statistically significant result at the p < .05 level of 
significance, the null hypothesis that stated life-event stressors would not have a significant 
effect on the burnout dimensions of emotional exhaustion, cynicism, and professional efficacy 




CHAPTER 5: CONCLUSION AND IMPLICATIONS 
Discussion of Findings 
As previously noted, the purpose of this study was to identify correlates of police and 
correctional officer burnout. To that end, several hypotheses were tested to assess the influence 
of biographical factors, biographical stressors, occupational factors, workplace stressors, and 
life-event stressors on burnout scores for emotional exhaustion, cynicism, and professional 
efficacy. The results of the hypothesis tests produced several interesting findings.  
Biographical Factors 
The biographical variables identified in the extant literature as having an effect on 
burnout included gender, race/ethnicity, and age. Consistent with previous studies, one-way 
ANOVA analysis between gender and emotional exhaustion detected a statistically significant 
difference between males and females. This finding was not unexpected as previous studies 
reported that women overall tend to score higher on emotional exhaustion and lower on 
depersonalization than men (Schaufeli & Enzmann, 1998). In policing, it has been found that 
female police officers report higher emotional exhaustion scores than men (Johnson, 1991). A 
possible explanation for this difference could be that sex-role–dependent stereotypes contribute 
to greater emotional exhaustion in women, particularly while working in a traditionally male-
dominated field (Maslach et al., 2001). For instance, Schaufeli and Enzmann (1998) suggested 
that the strains of balancing work and family responsibilities might make women more 
vulnerable to emotional exhaustion than men due to larger workloads. Also, it has been 
suggested that women tend to be more emotionally responsive than men, with men having more 
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instrumental attitudes than women (Ogus et al., 1990). Nonetheless, differences in emotional 
exhaustion scores disappeared as other variables were entered into the regression models, 
suggesting that differences in emotional exhaustion scores were confounded by other variables in 
the regression models.  
Of the remaining two biographical factors, only race/ethnicity was found to have a 
statistically significant influence on burnout scores. In the one-way ANOVA models for 
cynicism and professional efficacy and the subsequent regression models for those dimensions of 
burnout, race/ethnicity remained statistically significant despite the addition of other variables. 
Specifically, White/Caucasian officers consistently reported higher burnout scores on each of the 
three dimensions of burnout, but the differences were statistically significant only for cynicism 
and professional efficacy.  
The differences observed in burnout scores between White/Caucasian officers and 
officers from other racial/ethnic groups could be the result of variations in perceptions of fairness 
within the workplace. In a study of federal corrections officers, Camp, Steiger, Wright, Saylor, 
and Gillman (1997) examined the perceptions of a correctional officer’s own advancement 
opportunities with that of minority officers. The study revealed that White officers tended to 
exaggerate minority advancement opportunities relative to their own (Camp et al., 1997), which 
the authors referred to as the denial of majority opportunity hypothesis. The denial of majority 
opportunity hypothesis is a corollary of the work by Crosby on the denial of personal advantage 
(Crosby, 1984; Crosby, Pufall, Snyder, O’Connell, & Whalen, 1989). The concept of denial of 
personal advantage holds that minorities tend to be willing to acknowledge discrimination faced 
by other members of their racial/ethnic group but are reluctant to admit they suffer from any 
disadvantage (Camp et al., 1997). The denial of majority opportunity hypothesis conversely 
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holds that favored groups (Whites and males) tend to overestimate the advantages of other 
groups while minimizing their own advantages (Camp et al., 1997).  
The findings reported by Camp et al. (1997) about the perceptions of White/Caucasian 
corrections officers are important because perceptions of inequity in the workplace may 
contribute to emotional exhaustion and cynicism (Maslach et al., 2001). Since cynicism reflects 
an indifferent attitude towards work, perceptions of unfairness may harden the attitudes officers 
have towards the job.  
This issue with perceived fairness might also explain differences in professional efficacy 
scores between White/Caucasian officers and officers from different racial/ethnic groups. 
Professional efficacy, which relates to feelings of competence and successful achievement 
(Hawkins, 2001), essentially serves as an evaluation of one’s self (Maslach, 1999; Maslach & 
Pines, 1977). In a workplace environment that has become increasingly more diverse since the 
passage of Title VII of the Civil Rights Act of 1964, it is possible that White/Caucasian police 
and correctional officers perceive that their minority colleagues receive unfair advantages in the 
workplace, possibly in promotions, discipline, and transfers that hinder their own opportunities 
for professional achievement.  
Biographical Stressors 
The general literature on the relationship between burnout and marital status reported that 
single people (mostly men) were more susceptible to burnout than married people and people 
who had been divorced (Maslach et al., 1996; Maslach et al., 2001). However, in a study of 
police officers, Hawkins (2001) reported that married officers had significantly higher scores for 
emotional exhaustion than unmarried officers. The findings reported by Hawkins were not 
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replicated in this study. In fact, the finding detected in this study that single officers reported 
higher levels of burnout for professional efficacy was consistent with the findings reported in the 
extant literature on burnout that single people are more susceptible to burnout than married or 
divorced people (Maslach et al., 1996; Maslach et al., 2001). An explanation for this fining might 
be because the definition of professional efficacy in the Maslach Burnout Inventory-General 
Survey uses a broader definition that includes both social and non-social work accomplishments. 
For that reason, single officers might respond differently on the professional efficacy dimension 
of burnout if they measure their competence and successful achievement through work 
accomplishments. Married and divorced officers, on the other hand, might derive a greater sense 
of competence and successful achievement from alternative sources external or peripheral to the 
workplace (e.g., children, spouse, or favorable work–life balance), which could potentially 
balance the effects of burnout in the workplace.  
A remarkable non-finding in this study involved an officer’s level of education and 
burnout. Though the extant literature examining the relationship between burnout and education 
has been mixed, some studies have reported that less-educated employees were less vulnerable to 
burnout than employees with higher levels of education (Birch et al., 1986; Cash, 1988; Mor & 
Laliberte, 1984), while Maslach et al. (2001) cautioned against drawing an association between 
education and burnout because other variables, such as occupation and status, confound the 
effect education has on burnout.   Still, it has been suggested that employees with higher levels 
of education have greater expectations, which may make them more susceptible to burnout than 
their less educated peers (Schaufeli & Enzmann, 1998). Moreover, other researchers have 
suggested that employees with more education seek out higher level positions, which places 
them at an increased risk for burnout (Maslach et al., 2001; Schaufeli & Enzmann, 1998).  
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With the growing number of college-educated officers entering police work, it has 
become particularly important to study the impact college education has on job satisfaction and 
burnout. Lefkowitz (1974) found a correlation between attitude and job satisfaction and level of 
education. Research by Griffen et al. (1978) concluded that job satisfaction increased with level 
of education as officers perceived greater control of their immediate environments. Other studies 
of police officers found correlations between level of education and job satisfaction (see Burke & 
Deszca, 1987; Buzawa, 1984; Halsted, 1985; Martelli et al., 1989; Regoli et al., 1989). In a study 
of correctional officers, Rogers (1991) found that as educational level increased, so did the 
aspirations of correctional officers. College-educated officers reported they felt less personal 
accomplishment, were more likely to express dissatisfaction with the pace of their career 
advancement, and were more likely to consider changing careers (Rogers, 1991).  
One recurring theme reported in the literature on the effects of higher education on law 
enforcement officers has been the suggestion that college-educated officers would become more 
easily dissatisfied with the job than their less-educated peers. Dantzker (1993), in a widely cited 
study, reported that dissatisfaction would occur after five years on the job once college-educated 
officers experienced the frustration of limited promotional opportunities. This position was 
supported in a study of Canadian police officers (Buckley et al., 1993). Nonetheless, in this 
study, level of education was not found to be a significant predictor of burnout for police and 
corrections officers. Since burnout flows from occupational stress and job dissatisfaction, this 
non-finding of an effect suggests that efforts to employ a more educated workforce in police and 




Organizational factors that were identified in the extant literature as having an influence 
on burnout included occupational type (police and corrections officers), tenure, agency size, and 
rank. Of the four variables, only occupational type was found not to have a statistically 
significant effect on burnout scores.  
Consistent with the extant literature on burnout, tenure was found to have a statistically 
significant effect on emotional exhaustion and cynicism scores in the one-way ANOVA models. 
In the one-way ANOVA model between emotional exhaustion and tenure, a statistically 
significant difference was found between emotional exhaustion scores for officers with 0-5 years 
of tenure and officers with 11-15 years of tenure. Likewise with cynicism, the one-way ANOVA 
analysis indicated that officers with 6-10 years of tenure reported higher cynicism scores than 
officers with 0-5 years of experience.  
It was not surprising the officers with greater tenure reported higher emotional exhaustion 
and cynicism scores than their least-tenured peers. Hawkins (2001), utilizing the MBI-HSS in a 
study of 442 police officers from three different departments, reported that burnout was related 
to job tenure. Specifically, Hawkins found that officers with more experience were likely to 
score higher on emotional exhaustion than less experienced officers. Whitehead (1985), in a 
study of probation and parole officers, found a curvilinear relationship between burnout scores 
and tenure. As tenure increased, so did burnout, until around 15 years of service, at which time 
burnout scores fell to levels matching that of new officers (Whitehead, 1985). In a study 
conducted on Dutch police officers, Kop et al. (1999) found that officers with the greatest 
amount of experience reported the highest levels of emotional exhaustion.  
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The results reported in this study differed from those reported by Cannizzo and Liu 
(1995) in which they reported that depersonalization scores (the equivalent dimension to 
cynicism in the MBI-HSS) were higher for officers with 16-25 years of experience. Hawkins 
(2001), however, reported that officers with greater tenure experienced less depersonalization 
(cynicism) than younger officers. Hawkins posited that though senior officers may report higher 
levels of emotional exhaustion, they were more sensitive to people.  
The results of this study appear consistent with the findings on tenure reported by 
Hawkins (2001). In this study, senior officers reported higher levels of emotional exhaustion 
than newer officers, but cynicism (depersonalization) increased significantly after the newness of 
the job faded. Around mid-career, cynicism levels decreased as tenure continued to increase, 
suggesting that increased maturity and grounded workplace expectations moderated the effects 
of cynicism among the most experienced officers. An interesting explanation for why officers at 
the mid-career experienced greater levels of job stress was provided by Patterson (1992), who 
suggested that life-event stressors may account for why police officers at the mid-point of their 
careers report higher levels of job stress than younger or more senior officers. Police officers in 
the midst of their careers, according to Patterson, were more likely to experience stressful life 
events, such as divorce or remarriage or witnessing the physical and mental decline of parents, 
than younger or older officers.  
A surprising finding from this study was that officers from small agencies reported lower 
professional efficacy scores than officers from larger agencies. Since professional efficacy scores 
are reverse ordered, with high scores indicating lower levels of burnout and low scores indicating 
higher levels of burnout, the results of this study indicate that officers from small agencies 
experience reduced feelings of accomplishment and successful achievements compared with 
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officers from larger agencies. This finding was first detected in the one-way ANOVA analysis 
and remained statistically significant after additional variables were added to the regression 
models.  
The finding that officers from small agencies experience less professional efficacy than 
officers from large agencies seems to contradict results reported by Dantzker (1997), who found 
that officers from small police agencies reported greater job satisfaction than officers from larger 
police agencies. Dantzker reasoned that officers working in smaller agencies would experience 
greater job satisfaction because of a smaller service population, better relationships with the 
community and their peers, and greater input into organizational functions. Talarico and 
Swanson (1980) added that officers working in small police agencies would also be less 
suspicious of administrative support. Moreover, Idson (1990) reasoned that due to the rigidity of 
large organizations, employees working in those environments would experience lower job 
satisfaction because of organizational constraints affecting professional accomplishments and 
scheduling.   Conversely, Brooks & Piquero (1998) noted very little differences in the stress 
levels of police officers based on agency size.    Moreover, Brooks and Piquero suggested that 
any potential negative effects large agencies might have on officers might be moderated by 
relationships officers have with their supervisors.   
However, working at small agencies may carry disadvantages that make officers more 
susceptible to the effects of burnout. For instance, officers working at smaller agencies may 
experience less professional efficacy if intra-department advancement opportunities, such as 
promotions or transfers to other assignments, are limited. Furthermore, officers working at 
agencies serving small populations make lower minimum and maximum average salaries than 
officers working for agencies serving larger populations (Reaves, 2010). Consequently, limited 
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intra-department professional opportunities and low wages may contribute to a reduced 
evaluation of one’s self and sense of personal accomplishment.  
Rank was the last of the occupational factors found to have a significant influence on 
burnout, though it was not significant in the regression models. Specifically, the one-way 
ANOVA analysis detected a statistically significant difference in mean emotional exhaustion 
scores between ranks. A subsequent post-hoc test indicated a statistically significant difference in 
mean scores between sergeants and officers, but the influence of rank on emotional exhaustion 
disappeared once other variables were added to the regression models, indicating that rank’s 
effect on emotional exhaustion was confounded by other variables.  
Workplace Stressors 
Police burnout studies since Maslach’s finding in 1979 have looked at various factors that 
possibly contribute to police stress. Golembiewski and Kim (1990), Golembieski et al. (1995), 
and Burke (1994, 1997) examined possible antecedents to burnout and concluded that burnout 
was related to chronic stressors associated with organizational factors (Kop et al., 1999). Most 
studies on the sources of police stress have focused on two areas: organizational practices and 
the inherent nature of police work (Martelli et al., 1989; Spielberger et al., 1981). Of the two, 
organizational practices are generally considered the more prominent source of stress (Graf, 
1986; Grier, 1982; Norvelle et al., 1988; Martelli et al., 1989; Reiser, 1974; Violanti & Aron, 
1993).  
Organizational practices considered stressors include rotating shifts and changing 
schedules, capricious promotional procedures (Maynard & Maynard, 1982), conflicting policies, 
bureaucratic rules, inadequate supervision, and unjust disciplinary actions (Kroes, 1986; 
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Lindquist & Whitehead, 1986). Other organizational practices found to contribute to stress 
include lack of promotional opportunities, lack of supervisor support, role conflict and 
ambiguity, and the absence of group cohesiveness (Anderson et al., 2002; Gaines & Jermier, 
1983; Toch, 2002). When organizational practices within the workplace prevent employees from 
meeting their professional goals, burnout develops as a result of the gap between individual 
expectations and organizational reality (Leiter, 1991, 1992b).  
Organizational practices that have been commonly associated with officer dissatisfaction 
include both a lack of promotional opportunities and unjust disciplinary practices. In this study, 
perceived fairness in promotions was found to significantly affect burnout scores in the 
regression models for emotional exhaustion and cynicism, with officers rating promotions as 
unfair scoring the highest for burnout on the dimensions of emotional exhaustion and cynicism. 
Likewise, perceived fairness in discipline was found to significantly affect burnout scores in the 
regression models for cynicism, with officers rating discipline as unfair scoring the highest for 
burnout on the cynicism dimension. In addition, perceived fairness in discipline nearly reached 
significance in the final regression models for emotional exhaustion and professional efficacy 
(one-tailed test at the .05 level), indicating perceived fairness in discipline made a notable 
individual contribution to the variation in burnout scores in each of the final regression models.  
The findings in this study indicated that perceived unfairness in promotions and 
discipline contributed significantly to an officer’s reported level of burnout. This finding is 
particularly significant when viewed through the prism of race and ethnicity, which can be 
viewed as a device that separates fairness along a spectrum of opportunity. If, for instance, 
opportunities are fairly apportioned to all groups, previously neglected or excluded groups would 
likely perceive the arrangement as fair based on an increase in opportunities. However, the 
144 
 
opposite perception might occur if opportunities for the dominate group shrink or become more 
competitive, which has occurred over the last 40–50 years in the United States, particularly 
within police and correctional organizations, as minority officers have entered into occupations 
that were once previously closed.  
Starting with the passage of Title VII of the Civil Rights Act of 1964, which banned 
discrimination in employment based on race, color, religion, and national origin, there has been a 
steady increase in the diversity of police and correctional organizations. Moreover, the National 
Advisory Commission on Criminal Justice Standards and Goals’ Report on Police stated that 
“when a substantial ethnic minority population resides within the jurisdiction, the police agency 
should take affirmative action to achieve a ratio of minority group employees in approximate 
proportion to the makeup of the population” (1973, p. 329). Walker (1989), in a study of the 
nation’s 50 largest police departments, reported that affirmative action plans have had a 
significant role in police employment practices.  
The effect affirmative action plans and voluntary initiatives have had on police 
employment has been particularly effective. The U.S. Department of Justice survey on Local 
Police Departments, 2007, reports that as of 2007, one in four local police officers were of a 
racial or ethnic minority (Reaves, 2010). Black/African American officers, Reaves noted, 
increased from 9.3% of police officers in 1987 to 11.9% in 2007. During that same time period, 
Reaves reported that Latino/Hispanic officers increased more dramatically, reflecting a larger 
national demographic shift, from 4.5% of local police officers to 10.3%. Likewise, Reaves 
reported the percentage of Asian, Pacific Islanders, and American-Indians local officers also 
experienced an increase from 0.8% to 2.7%. Because of this increase in workforce diversity, 
competition among individuals and groups for limited opportunities has increased, making the 
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risk of burnout even greater, especially for officers entering into the occupation with 
expectations that do not match the realities of the job.  
In this study, White/Caucasian officers reported significantly higher burnout scores for 
cynicism than Latino/Hispanic officers and significantly higher burnout scores for professional 
efficacy than officers in all of the minority groups, which may be related to perceptions of 
fairness in organizational practices, particularly promotions and discipline. As stated earlier, this 
finding that White/Caucasian officers experience greater levels of occupational burnout is 
consistent with the majority opportunity hypothesis posited by Camp et al. (1997), which 
suggests that favored groups (Whites and males) tend to overestimate the advantages of other 
groups while minimizing their own advantages. If White/Caucasian officers perceive that 
minorities receive greater advantages in the workplace, then their perceptions could breed 
cynicism. Since cynicism reflects an indifferent attitude towards work, perceptions of unfairness 
may harden the attitudes White/Caucasian officers have towards the job.  
An explanation for the differences in mean professional efficacy scores across 
race/ethnicity may relate back to perceptions of fairness. Though none of the regression models 
revealed any statistically significant effects for the variables related to recent transfers, 
promotions or discipline within the previous 12 months, the mere perception that other groups 
enjoy greater advantages in the workplace may affect a person’s sense of self and professional 
accomplishment. Again, a possible explanation for this effect could be the majority opportunity 
hypothesis posited by Camp et al. (1997), which suggests that favored groups (Whites and 
males) tend to overestimate the advantages of other groups while minimizing their own 
advantages. If White/Caucasian officers exaggerate minority advancement opportunities relative 
to their own, then those officers might experience a reduced sense of personal accomplishment 
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because of their exaggerated beliefs in the unfair advantages (real or perceived) bestowed upon 
their minority colleagues in the workplace.  
Another explanation for the observed differences in perceptions of fairness between 
White/Caucasian officers and minority officers could be due to social position.    Traditionally, 
racial and ethnic minority groups have occupied lower social positions within American society.    
Racial/ethnic groups, such Latino/Hispanics and African Americans, who have been historically 
excluded from government professions, such as law enforcement and corrections, may perceive 
employment as a police or corrections officer more favorably than members of a group 
occupying a higher social position, such as White/Caucasian officers.  Consequently, social 
position may moderate the perceptions of unfairness in the workplace for minority officers, 
particularly first generation minority officers, since their appreciation for the pay, benefits, and 
status of the occupations offsets negative experiences.   
This issue of perceived fairness in organizational practices between race/ethnic groups 
could be aggravated by agency size. In the final regression models for emotional exhaustion and 
professional efficacy, agency size was statistically significant, indicating that as agency size 
decreased, burnout scores increased. If smaller agencies do in fact provide limited opportunities 
for advancement and professional growth, perceptions by majority groups that minority officers 
receive unfair advantages may be exacerbated in those work environments, which could explain 
why officers from smaller agencies experience greater burnout.  
Life-Event Stressors 
Still, several studies have shown that domestic problems correlate with higher levels of 
police stress (Horne, 1979; Maslach & Jackson, 1979; Reiser, 1978; Stratton, 1976). Jackson and 
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Maslach (1982) suggested the job may contribute to police domestic tension, since “exhausted 
police officers are more likely to bring with them the tensions caused by their job; are likely to 
return from work upset or angry, tense and anxious and in a complaining mood” (p. 74). In this 
study, an increase in the number of arguments with a spouse was found to contribute to the 
variance in cynicism scores in the final regression model. Though the finding was not significant 
at the p < .05 level, it would have been had a one-tailed solution been employed in this study. 
This finding is notable because it seems to suggest that occupational burnout might be influenced 
by domestic discord, or, looked at from a different direction, domestic discord might contribute 
to increased cynicism in the workplace.  
A surprising finding among the life-event stressors was the effect a change in work hours 
had on professional efficacy scores. Though the effect was not significant at the p < .05 level, it 
would have been had a one-tailed solution at the .05 level been employed in this study. What was 
notable about this finding was that changes in an officer’s work hours increased his/her sense of 
professional efficacy. Specifically, as an officer answered yes to a change in work hours (0-no, 
1-yes), professional efficacy scores increased, which indicated a lower level of burnout on the 
professional efficacy dimension. This result seems to suggest that officers who change work 
hours periodically experience greater feelings of competence and successful achievement, which 
might imply a change in work hours presents new opportunities for personal and professional 
advancement, thereby reducing an officer’s risk of burnout on professional efficacy.  
Limitations of This Study 
This study involved the use of a convenience sample of officers and was not 
representative of the national population of police and corrections officers. Still, the sample was 
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sufficiently diverse to allow for the meaningful exploration into the effects of race/ethnicity and 
agency size on occupational burnout. Moreover, the sample provided a wide continuum of 
officers representing various police agencies of differing sizes and governmental levels, though 
the generalizability for corrections officers will be limited since the majority of the officers in the 
sample were employed in county jails. As a result, state corrections officers were under-
represented in the sample.  
Nonetheless, the results of this study reflect a conservative estimate of burnout rather 
than a true estimate since the officers attending the professional development training classes at 
the Criminal Justice Institute likely represented an ambitious and younger subgroup of officers 
from within the police and corrections professions. To achieve a more accurate measure of 
occupational burnout, a random sample of officers should be conducted to include officers 
unlikely to attend professional development courses as well as senior officers and officers with 
rank, so a broader analysis of the correlates of occupational burnout could be conducted.  
Another issue that should be addressed in future studies relates to the questions in the 
survey instrument itself. In this study, officers were not asked which shift they worked, though 
studies have shown shift work affects officer satisfaction. Though many of the life-event 
stressors included in the survey captured negative outcomes associated with shift work (i.e., 
change in work hours, change in eating and sleeping habits, and change in arguments with a 
spouse), officers were not directly asked about their shift assignment. Also, many officers who 
took the survey provided casual feedback suggesting that future researchers inquire about off-
duty hours worked, which may be a peripheral stressor that contributes to burnout.  Though the 
survey inquired about number of hours worked, the question was poorly worded and did not 
capture total hours worked (including overtime).  Lastly, with so many military veterans 
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returning from service in the Middle East and Asia, it would have been useful to inquire into an 
officer’s military history as a control variable or to explore differences in burnout between 
officers with military (or combat) experience and officers without military experience.  
Another limitation of this study involved the categories of agency size. In retrospect, had 
the sample been larger, it would have been insightful to drill deeper into agency size to 
determine at what agency size level differences in burnout appeared. For instance, would there 
be a difference in burnout scores for officers employed at agencies with fewer than 10 officers 
compared to burnout scores for officers working at agencies with 100 officers or more?  
An interesting limitation in this study, which might be unique to the region where the 
sample was drawn, was the fact that the chief executives of the two largest law enforcement 
agencies in the region were both African-American, despite being from minority groups in the 
region.  With African American chief executives at both agencies, it is possible that the 
White/Caucasian officers in the sample from those agencies might have been more sensitive to 
any potential (real or perceived) advantages enjoyed by minority groups within those agencies, 
which may have influenced their responses on the Maslach Burnout Survey.  Consequentially, it 
is possible that the differences detected in burnout scores between White/Caucasian officers and 
minority officers is not a true reflection of the differences between groups, but rather an artifact 
of African American leadership atop organizations with predominately Caucasian personnel. 
Implications 
This study provided significant insight into some occupational factors that contribute to 
burnout. Specifically, this study demonstrated that fairness in organization practices related to 
promotions and discipline significantly affect burnout. In particular, this study highlighted 
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differences in burnout scores across racial and ethnic categories, which demonstrated a need for 
police and correctional administrators to examine organizational practices that contribute to race 
and ethnic groups differences in burnout scores. Finally, agency size was found to have a 
significant effect on burnout scores, a finding that suggests that small agencies may need to 
examine career development practices that provide officers with opportunities for professional 
growth and development.  
Implications for Professional Practice and Decision Making 
An important policy implication evident from this study involves addressing issues of 
promotional and disciplinary fairness, particularly as they are perceived by White/Caucasian 
officers. As the workplace has become more diverse, it is likely that the increased burnout scores 
observed in this study simply reflect a larger transition taking place in society. In a historically 
brief period, the United States has transformed itself from a segregated society where entire 
classes of people were excluded from certain occupations into a desegregated, open class society 
(with socio-economic limitations) where opportunities are open (though not always equally 
available) to every citizen. As a result of this rapid change, which French sociologist Emile 
Durkheim would consider a period of anomie, the burnout experienced by White/Caucasian 
officers in this study might reflect the strain of adapting to a more heterogeneous society, a 
society with more open competition across different social classes. If that is indeed the case, then 
the increased susceptibility to burnout by White/Caucasian officers might be a temporary 
consequence of a transitional period that will eventually dissipate as society becomes more 
integrated and the need for coercive legal means to remedy past discrimination disappear from 
the workplace. In the meantime, as a recommendation to address this issue in the organization, 
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police and correctional administrators may want to focus on developing promotional and 
disciplinary practices that emphasize transparency in the process and offer better predictably and 
fairness in the outcomes.  
Another policy implication that can be derived from this study involves addressing the 
limitations small agencies place on the professional development and growth of their employees. 
Though past research has suggested officers working for small agencies experience greater job 
satisfaction than officers employed with larger agencies, the observations from this study 
indicated the opposite. In this study, officers working at smaller agencies experienced higher 
levels of burnout than officers working at larger agencies. This observation might be because 
working at small agencies carries disadvantages that make officers more susceptible to the 
effects of burnout. For instance, officers working at smaller agencies may experience less 
professional efficacy if intra-department advancement opportunities, such as promotions or 
transfers to other assignments, are limited. Furthermore, officers working at agencies serving 
small populations make lower minimum and maximum average salaries than officers working 
for agencies serving larger populations (Reaves, 2010). Consequently, limited intra-department 
professional opportunities and low wages may contribute to a reduced evaluation of one’s self 
and sense of occupational accomplishment.  
On this issue of agency size and burnout, two mutually exclusive policy 
recommendations could be considered. The first would be to increase functional differentiation 
within the agency (more specialized units), which would create more transfer opportunities, and 
increase vertical differentiation (promotional opportunities). Both changes would offer 
opportunities for professional growth and development, though in practice such changes would 
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be difficult to implement due to limited resources (staffing and funding) available to some small 
agencies.  
The second policy recommendation would therefore be to consolidate smaller agencies 
into larger agencies in order to take advantage of economies of scale enjoyed by larger agencies. 
According to the Census of State and Local Law Enforcement Agencies, 2007, published by the 
Bureau of Justice Statistics, there are 17,985 state and local law enforcement agencies in the 
United States (Reaves, 2010). Of the local law enforcement agencies, fewer than half (6,659) 
employed fewer than 10 officers (Reaves, 2010). If those smaller agencies consolidated with 
larger local agencies, functional and vertical differentiation would naturally increase due to the 
growth in organizational complexity, thereby providing officers with career opportunities for 
growth and development and higher wages.  
A third policy implication relates to level of education. Past studies have reported that 
officers with higher levels of education would be more susceptible to burnout and more likely to 
become dissatisfied with the job. The data in this study did not indicate a difference in burnout 
scores across the different categories of education, suggesting that officers with a college degree 
were no more at risk for burnout than their less-educated peers. Consequently, efforts to link job 
satisfaction with level of education should be decoupled, and researchers should instead focus on 
other factors where the practical benefits of education can be better demonstrated.  
Implications for Future Research 
Several of the findings in this study provide opportunities for future research. One 
potential area for future research relates to causal ordering.   The results of this study suggested 
that perceptions of unfairness in promotions and discipline caused burnout, but it is possible that 
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burnout precedes such negative perceptions, possibly due to the contributions of other variables 
not included in this study.  Future studies should explore this question of causal order to 
determine if perceptions of unfairness precedes burnout or follows it.     
In this study, a statistically significant difference was detected in mean burnout scores 
between White/Caucasian officers and minority officers.   This finding may be the result of 
differences in perceptions of fairness in the workplace between the groups.  A possible 
explanation for the observed differences in perceptions may be due to social position.    
Traditionally, racial and ethnic minority groups have occupied lower social positions within 
American society and have been historically excluded from government professions, such as law 
enforcement and corrections.  As a result, Latino/Hispanic and African-American officers may 
perceive employment as a police or corrections officer more favorably than members of 
dominant social groups, such as White/Caucasian officers.  Social position, as a consequence, 
may moderate the perceptions of unfairness in the workplace for minority officers since the 
positive experiences of employment offset the negative experiences in the workplace.  Future 
studies should examine if a person’s social position effects perceptions of fairness in the 
workplace and burnout.   
In a related finding, future research should examine whether agency size is a significant 
factor affecting differences in burnout scores between White/Caucasian officers and minority 
officers.  The results of this study detected a significant difference in emotional exhaustion and 
professional efficacy burnout scores between officers from large and small agencies.   Future 
studies should explore whether the limitations in occupational differentiation and vertical 
differentiation endemic to small agencies contributes to the variance in burnout scores between 
White/Caucasian officers and minority officers.  
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In a similar vein related to race/ethnicity, future studies should explore differences in 
burnout scores across race/ethnicity and occupational type.  In the stage 2 regression model for 
emotional exhaustion, occupational type was found to be statistically significant, indicating that 
corrections officers reported higher levels of burnout for emotional exhaustion than police 
officers; however, the significance of occupational type disappeared as other variables were 
added to subsequent regression models. Nonetheless, future studies should explore the 
relationship between occupational type, burnout, and race and ethnicity to assess whether 
correctional officers experience burnout differently from police officers 
A closer examination of the effects life-event stressors have on burnout provides another 
opportunity for future research.   An interesting finding in this study related to a change in work 
hours. In the final regression model for professional efficacy, the life-event stressor for change in 
work hours nearly reached statistical significance, which suggested that a change in work hours 
contributed to lower burnout scores on the professional efficacy dimension. This finding was 
noteworthy and unexpected and should be studied further in the future.     
Though the effects of certain life-event stressors on burnout were evaluated relative to 
their presence among other variables, future studies should consider creating a cumulative index 
of life-event stressors.   In this study, a rudimentary cumulative life-event index was developed 
to explore whether the presence of multiple occurring life-event stressors contributed to the 
variance in burnout scores for the three dimensions of burnout.   The results of the exploratory 
regression models using the cumulative life-event index were mixed and inconclusive.   Future 
studies examining the interaction between life-event stressors and the three dimensions of 
burnout may want to include a more developed cumulative life-event variable that includes life-
155 
 
event stressors unique to police and correctional professions, such as the death of a fellow police 
officer, death of a partner, law suits, and community discord, among other possible stressors.  
As with many exploratory studies, this study should be replicated on a much larger scale 
to address some of the limitations mentioned earlier in this chapter. Increasing the scale would 
provide a more representative sample; researchers could thereby determine whether the results 
reported in this study were robust enough to remain significant with a sample representative of 
the target population.   Moreover, any future studies should attempt to control for any potential 
confounding effects that race/ethnicity and gender of the chief executive for agencies represented 
in the sample might have on burnout scores.   
A final area for future research should examine the effect that degree major has on 
burnout.    In this study, level of education was not found to have a significant effect on burnout 
scores.   Still, since burnout is said to occur when the experiences of the job fail to match an 
individual’s expectations, future research should ask whether officers with a degree in criminal 
justice experience burnout differently than officers with a degree in a field unrelated to criminal 
justice?  Specifically, future research should determine if officers with a degree in criminal 
justice are less vulnerable to the effects of burnout due to more realistic expectations of the job.  
Summary  
The purpose of this study was to identify correlates of police and correctional officer 
burnout. A review of the extant literature on police and correctional officer burnout and burnout 
in general identified several variables that contribute to the social-psychological condition of 
burnout. The variables that were identified in the literature review were grouped according to 
whether they were biographical factors (gender, race/ethnicity, and age), biographical stressors 
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(marital status and level of education), organizational factors (occupational field, agency size, 
tenure, and rank), workplace stressors (recent promotions, transfers, discipline, and perceptions 
of fairness in promotions, discipline, and transfers), or life-event stressors (death of a spouse; 
recently divorced; recently married; change in financial state; change in health of a family 
member; change in number of arguments with spouse; change in work hours, sleep hours, and 
eating habits).  
As a result of this research, the correlates of burnout found to be most significant 
included race/ethnicity, agency size, and perceptions of fairness in promotions and discipline. In 
addition, level of education was not found to be a significantly related to burnout, which was an 
important non-finding in this study since prior studies have linked level of education with job 
satisfaction. Of the correlates that were significant, race/ethnicity and perceptions of fairness 
were the most noteworthy, since the data suggested that White/Caucasian officers experienced 
greater levels of burnout than minority officers and the reason appeared to be related to 
perceptions of fairness in promotions and discipline. This is a significant issue because if a group 
of officers feel helpless or disadvantaged in promotional opportunities and discipline, they may 
be at increased risk for cynicism and experience a decrease in professional efficacy.  
In addition, it appeared from the data that agency size potentially contributed to this 
disparity in perceptions of fairness. With regard to agency size, officers from smaller agencies 
reported higher levels of burnout than officers at larger agencies. This result could be the result 
of a number of reasons not examined in this study, or it could be the product of reduced 
opportunities for professional development, which could heighten any perceptions of advantages 
attributed to minority officers by White/Caucasian officers in promotions and discipline.  
157 
 
The implications of this research are straightforward, though not necessarily practical to 
implement, given various constraints within the political, social, and institutional environments 
where police and correctional agencies exist. Still, a quick fix for dealing with perceptions of 
fairness may be to make the promotional and discipline processes more transparent in order to 
make them more understandable to officers and, hopefully, predictable in their outcomes. 
Agency size, however, is a complicated matter rooted in a history of local political control that 
cannot be quickly solved with a simple policy recommendation, but small agencies can take 
steps to make the job more rewarding to their officers so they are less susceptible to burnout. 
Finally, the result of this study seems to suggest that attempts to link job satisfaction with level 
of education should be decoupled and instead should focus on other factors where the practical 
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